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FY88  BIENNIAL  SURVEY  OF  ARMY  CIVILIANS:  FORMATION  OF  ITEM 
COMPOSITES  AND  INVESTIGATION  OF  BROAD  DEMOGRAPHIC  TRENDS 

INTRODUCTION 

For  many  years,  the  Department  of  Army  has  used  questionnaires  as  an  int^ral  part  of 
its  program  evaluation  of  civilian  personnel  management.  To  provide  standard  questionnaires, 
the  Office  of  the  Directorate  of  Civilian  Personnel,  Headquarters,  Dq;Mtrtm(ait  of  Army 
(ODCP  HQDA)  developed  the  employee  and  supervisory  questionnaires  in  the  late  1970’s  and 
b^an  administration  of  the  Army-wide  biennial  surveys.  To  expand  the  information  collected 
for  program  evaluation  at  the  Army-wide  level,  in  FY8S  ODCP  HQDA  initiated  use  of  a 
supplemoital  questi<mnaire  to  be  u^  with  the  employee  and  supervisory  questionnaires  in  the 
bimiial  surveys  of  civilian  personnel.  However,  Ae  supplemental  questionnaire  was  not 
adequate  to  meet  Army's  increased  and  changing  program  evaluation  information  needs  (e.g., 
increased  emphasis  on  information  about  program  and  managerial  effectiveness).  Therefore, 
the  Army  wanted  to  revise  the  questionnaires  —  but  not  at  the  sacrifice  of  measuremoit 
accuracy  and  historical  comparability.  In  addition,  for  use  in  managerial  decision-making, 
ODCP  HQDA  needed  to  establish  a  mechanism  for  conducting  relevant  in-depth  analyses  of 
the  data  collected  to  date  and  in  the  future. 

Also  in  the  late  1980’s,  the  Army  initiated  a  major  program  to  provide  additional 
information  and  other  products  needed  to  formulate,  revise,  and  implement  effective  civilian 
personnel  policy  and  programs  ~  the  civilian  leader  research  program  at  the  U.  S.  Army 
Research  Institute  for  the  Behavioral  and  Social  Sciences  (ARI).  The  framework  for  this 
research  plan  as  provided  by  the  Army  strategic  plan  for  civiliM  personnel  management 
research:  A  roadmap  for  the  future  (Woolley,  Croan,  &  Cohart,  1986).  A  basic  requirement 
for  implementing  Roadmap  was  the  development  of  baseline  measures  in  various  research 
areas  to  assess  the  magnitude  of  civilian  personnel  problems  and  evaluate  the  effectiveness  of 
Army  initiatives  to  solve  the  problems. 

A  review  of  the  employee,  supervisory,  and  supplemratal  questionnaires  indicated  that 
some  of  the  research  program’s  baseline  measurement  needs  could  be  met  through  use  of  data 
from  the  Army's  existing  program  evaluation  questionnaires.  To  achieve  these  program 
evaluation  and  research  ends,  a  joint  project  was  initiated  by  ODCP  HQDA  with  ARI.  The 
goal  of  this  project  is  to  develop  a  comprehensive  set  of  baseline  measures  and  to  conduct 
analyses  that  would  help  identify  emerging  or  existing  Army  civilian  personnel  problem  areas 
and  point  to  steps  that  could  be  taken  to  address  them  successfully. 

Today,  the  employee,  supervisory,  and  supplemental  questionnaires  have  many  uses. 
For  example,  ODCP  HQDA  administers  the  three  questionnaires  biennially  to  provide  currrat 
Army-wide  and  Major  Army  Command  (MACOM)  comparative  data  for  other  users  and  to 
provide  data  for  use  in  monitoring  civilian  attitudes,  evaluating  policies  and  programs, 
answering  management  inquiries,  and  for  analyses  presented  in  management  rqwrts  and  in 
professional  papers.  For  example,  in  a  paper  presented  at  a  conference  of  the  American 
Psychological  Association,  Crum  (1986)  compared  the  responses  of  civilians  supervised  by 
civilians  with  the  responses  of  civilians  supervised  by  military.  In  a  paper  presented  at  a 
conference  of  the  Military  Testing  Association,  Jones  (1989)  present^  data  on  trmids  in 
responses  across  time  and  an  analysis  of  responses  among  civilians  in  different  age  groups  for 
selected  items.  And  a  section  on  the  survey  was  included  in  the  Army’s  FY88  Annual  Review 
of  Civilian  Personnel  Management  (Department  of  the  Army,  1989). 
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In  additicHi,  the  surveys  have  many  users  -  with  the  U.  S.  Army  Civilian  Personnel 
Evaluation  Agency  (USACP^)  as  a  primary  user  of  the  employee  and  supervisory 
questiotmaites.  In  conducting  civilian  perstmnel  maiuigement  and  administratkm  and  Equal 
^ploymcnt  Opportunity  (EEO)  program  surveys,  USACPEA  uses  tte  et^ployee  and 
supervisory  questionnaires  as  one  of  the  data  sources  in  on-site  surveys.  USACPEA 
evaluamrs  identify  areas  where  installation  employees  and  supervisrvs  respond  more  ~  or  less 
-  favorably  compared  to  the  total  Army  and  their  own  MACDM  in  the  last  Army-wide 
survey.  Then  USACPEA  omibines  the  informaticMi  tom  the  analysis  of  the  questiontudre 
data  with  information  fhMn  other  sources  (e.g.,  results  of  audits  of  personnel  acticms  and 
interviews  with  supervistHS  and  managers)  to  conobmate  Endings,  develc^  hypotheses  about 
the  findings,  etc.  The  final  products  from  the  smvey  are  assessments  of  program 
effectiveness,  efficiency,  and  compliance  and  recommendations  fm*  program  improvement. 

USACPEA  is  not  die  only  user  of  the  questionnaires  for  on-site  program  evaluation 
surveys.  MACOMs,  Major  Army  Subordinate  Commands,  Independent  Reporting  Activities, 
and  Civilian  Personnel  Offices  (CPOs)  use  all  or  part  of  the  questionnaires.  In  addition,  these 
and  other  users  administer  all  or  part  of  the  questionnaires  -  frequently  adding 
specially-developed  questionnaire  items  —  when  they  investigate  problems  (e.g.,  high  turnover 
in  a  work  unit),  conduct  studies,  and  evaluate  special  programs  or  initiatives  (e.g.,  manage  the 
civilian  work  force  to  budget). 

Purpose  of  this  Report 

This  report  is  the  first  in  a  series  of  planned  reports  that  will  describe  the  results  of 
analyses  of  the  Army-wide  survey  of  civilian  personnel.  The  current  report  has  been  written 
with  several  purposes  in  mind.  First,  we  wished  to  document  in  some  detail  the  history  and 
development  of  the  survey  questionnaires.  In  examining  the  written  material  available  on  the 
questiotmaires,  it  was  apparent  that  there  was  limited  description  available  concerning  the 
rationale,  item  content  and  construction,  sampling  frame,  administration  procedures,  data  base 
parameters,  and  analytic  methodology  employed  in  earlier  surveys.  With  the  inevitable 
turnover  among  earlier  knowledgeable  staff,  we  felt  that  some  of  these  historical  foundations 
would  be  less  and  less  retrievable  over  time  unless  they  were  captured  and  recorded  promptly. 

Another  puixwse  of  the  report  was  to  (kx;ument  the  results  of  analyses  aimed  at 
building  more  reliable  baseline  measures  of  organizational  and  personnel  facuns  by 
combining  the  responses  of  several  items  into  more  comprehensive  indexes  (termed  item 
composites).  The  questionnaires  in  their  present  form  contain  a  large  number  of  items,  too 
many,  we  felt,  to  readily  grasp  trends  in  the  data  on  an  item-by-item  basis.  By  combining 
items  to  form  more  reliable,  comprehensive  measures,  not  only  would  the  task  of  interpreting 
the  data  be  simplified,  but  more  reliance  and  meaning  could  be  placed  on  many  of  the 
specific  results. 

A  related  third  objective  was  to  identify  items  that  might  "never  be  missed"  and  to 
suggest  content  areas  which  might  be  covered  by  replacement  items.  Here  we  were  first 
looking  for  items  that  were  essentially  redundant,  items  that  were  worded  awkwardly  and/or 
difficult  to  interpret,  and  items  that  did  not  seem  to  be  relevant  content-wise  to  current 
personnel  policy  development  and  evaluation  issues.  Then,  based  upon  the  results  of  our 
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analyses,  we  wished  to  suggest  substitute  item  coverage  which  would  add  to  the  power  of  the 
survey  to  identify  civilian  porsonnel  problem  areas  and  their  potential  solutions  and  to 
evaluate  die  effectiveness  ^  personnel  initiatives  ova*  time. 

The  fourth  purpose  was  to  identify  Inoad  trends  in  the  data  with  special  emphasis  on 
the  survey  respmise  patterns  among  various  personnel  groups,  ffere  our  intent  was  not  to 
ctHnment  tm  tte  specific  levels  obtained  by  diffoent  groups  on  die  individual  items  or  item 
ccmiposites  or  to  explain  these  differences  rigorously,  but  to  point  out  whether  one  group  on 
the  average  tespotK^  more  m:  less  favorably  than  another  group,  e.g.,  employees  with 
military  supervises  versus  eirqiloyees  with  civilian  supervisors.  Emphasis  was  also  placed  on 
identifying  the  degree  of  relatieiship  amcmg  the  various  items  and  item  cenposites  making 
up  the  questitmnaires  and  whether  these  relationships  were  different  fe  supervisors  and 
employees.  Our  purpose  in  examining  the  intergroup  differences  and  item  interrelationships 
was  to  identify  potential  personnel  problem  areas  and  to  determine  where  future  mme 
intensive  multivariate  analyses  might  be  employed  profitably. 

DESCRIPnON  OF  THE  SURVEY 
Developmait  of  the  Instruments 

Emnlovee  and  Suoervisorv  Questionnaires.  As  a  first  step  in  developing  the 
employee  and  supervisory  questionnaires,  ODCP  HQDA  civilian  personnel  management 
specialists  (personnelists)  identified  the  significant  indicators  of  program  effectiveness  which 
should  be  addressed  in  the  questionnaires  by  interviewing  personnelists  involved  in  program 
evaluation  throughout  Army.  Then  ODCP  HQDA  personnelists  usedAnodified  items  from 
existing  instruments  (e.g..  Army  program  evaluation  questionnaires,  Office  of  Personnel 
Management’s  attitude  questionnaire,  and  questimuiaires  fiom  private  industry)  and  developed 
new  items.  The  questionnaires  were  pilot-tested,  revised  as  apprc^ate,  and  administered  to 
an  Army-wide  random  saiiqrle  of  civilian  employees  and  supervisors  in  FY77.  Based  upon 
the  analysis  of  the  FY77  data,  the  questioimaires  were  finalized  for  the  FY79  Army-wide 
administration.  Other  than  minor  external  changes  which  were  made  in  FY88  to  adapt  a  few 
items  for  military  supervisors  of  civilians,  Army  has  used  these  same  questioimaires  since 
FY79;  however,  data  from  FY79  to  FY86  ate  not  available. 

The  employee  questioimaire  is  primarily  an  organizational  climate  questionnaire, 
addressing  attitudes  about  the  job,  communications,  supervisor,  management  and  the 
organization,  co-workers,  work  facilitatexsAnhibitOTS,  training,  and  facilities.  In  addition, 
tqiproximately  one  quarter  of  the  questionnaire  is  devoted  to  knowledge  of  and  attitudes 
toward  the  civilian  personnel  management  system  (e.g.,  effectiveness  and  fainmss  of  the 
pronxition  system;  accuracy  of  posititm  classificatitm)  and  the  CPO. 

The  supervisory  questionnaire  covers  some  of  the  same  areas  (e.g.,  attitudes  toward 
the  job,  supervisor,  management,  and  communications).  It  also  covers  organizatitmal  climate 
factors  specifically  relevant  to  supervisors  (e.g.,  unit  workload;  evaluatitm  of  subordinates; 
and  adequacy  of  supervisory  authority).  In  action,  approximately  one-half  of  the 
supervismy  questioimaire  addresses  the  supervisee’s  evaluation  of  the  civilian  personnel 
management  system  and  the  service  provided  by  the  CPO. 
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FY85  Supplemental  OiKStionnaire.  Across  time.  Army’s  informatitHi  needs  have 
changed,  e.g.,  increased  emphasis  on  managerial  and  program  effectiveness,  appearance  of 
new  issues^>roblems,  and  implementation  of  new  programs.  To  meet  these  information  needs, 
an  ODCP  HQDA  personnelist,  with  the  assistance  of  several  personnel  research  psychologists, 
woiiced  with  policy  propements  and  program  evaluates  to  identify  additional  areas  which 
should  be  covered  or  areas  which  should  be  coveted  in  more  depth  tm  the  Army-wide  survey. 
The  supplemental  questionnaire  was  an  outgrowth  of  these  efforts.  After  the  supplemental 
questionnaire  was  pilot-tested,  it  was  administered,  along  with  the  employee  and  supervis(»y 
questionnaires,  to  the  civilians  selected  for  participation  in  the  FY8S  Army-wide 
administration. 

The  FY8S  supplemental  questionnaire  introduced  questions  on 

•  Organizational  excellence 

•  Family  member  employment  program 

•  Benefits  and  pay 

The  questionnaire  also  allowed  the  collection  of  additional  information  on 

•  Performance  management 

•  Position  management  and  classification 

•  Training  and  development 

The  rationale  and  process  for  development  of  questionnaire  items  in  each  of  these 
areas  is  presented  below. 

Organizational  excellence.  (18  items)  To  measure  the  facets  of  organizational 
excellence  identified  by  Peters  and  Waterman  (1982),  some  items  came  from  questionnaires 
specifically  designed  to  measure  organizational  climate  and  excellence,  others  were  taken 
^m  multi-purpose  questionnaires  used  in  both  government  and  the  private  sector,  and  some 
new  items  were  written. 

Family  member  employment  program.  (16  items)  The  Army  instituted  several 
employment  initiatives  to  assist  family  members  who  are  relocating  as  a  result  of  a  permanent 
change  in  duty  station  (PCS).  These  efforts  are  designed  to  help  speed  the  process  of  finding 
employment.  To  collect  information  for  use  in  planning,  implementing,  and  evaluating  the 
family  member  employment  program,  items  were  developed  to  obtain  information  on  PCS 
moves,  marital  and  family  status  as  it  relates  to  employment  (e.g.,  employment  status  and 
plans  of  spouse  and  children),  and  quality  of  family  member  employment  program  service 
provided  by  the  CPO. 

Benefits  and  Pay.  (12  items)  By  1985,  pay  and  benefits  had  become  critical  issues 
-  with  various  organizations  proposing  changes  and  cuts.  Therefore,  items  were  developed  to 
measure  satisfaction  with  and  importance  of  Federal  employment  benefits  and  pay  for  Army 
employees  and  supervisors. 
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Perfonnance  maiiafanait.  (12  itnns)  Several  data  sources,  e.g.,  surveys  conducted 
by  USAO^A,  showed  that  there  was  wide-sixead  dissadsfactioa  with  the  performance 
management  system.  To  collect  inftxmation  on  several  aspects  of  the  perfcnmance 
management  program  (e.g.,  program  effectiveness,  worklo^  fcx  supervisors,  and  knowledge 
of  and  (XMiqiliance  with  {xocedures),  ^  /en  items  for  all  civilians  and  five  for  supervisors  only 
were  devek^)ed. 

POfiitioa  management  and  classification.  (7  items)  The  employee  and  supervisory 
questionnaires  address  dw  link  between  employees*  position  descriptions  and  the  duties  they 
are  perframing  and  also  the  accuracy  of  the  grades  for  their  positions.  However,  the 
employee  and  supervisory  questionnaires  did  not  address  supervisors’  understanding  of  the 
position  classificatitMt  system.  Therefore,  seven  questions  were  developed  to  measure 
supervisors’  perception  of  how  the  system  functions  and  their  involvement  in  the  position 
description  and  classification  system  -  an  issue  which  is  expected  to  become  even  more 
critical  as  position  classification  authority  is  delegated  to  supervisors  at  more  and  more 
installations. 

Training  and  development.  (5  items)  To  supplement  the  items  on  the  employee 
and  supervisory  questionnaires  addressing  the  adequacy  of  training  received  for  doing  the  job, 
these  items  were  developed  to  measiue  the  supervisor’s  support  of  training  and  development 
and  use  of  the  individual  development  plan  (IDP). 

FY88  Supplemental  Questionnaire.  In  FY88,  an  ODCP  HQDA  personnel 
psychologist  reviewed  the  FY8S  supplemental  questionnaire  and  revised  some  of  the  items, 
deleted  others,  and  added  new  items. 

The  revisions  to  the  FY85  supplemental  questionnaire  which  were  made  in  developing 
the  FY88  supplemental  questionnaire  focused  on  revising  and  adding  items  in  the  following 
areas: 


•  Demographics 

•  Leadership 

•  Family  member  employment  program 

•  Organizational  excellence 

The  FY88  supplemental  questionnaire  also  introduced  items  on 

•  Retention 

•  Recruitment 

After  pilot-testing  the  new  items,  the  revised  supplemental  questionnaire  was 
administered  with  the  employee  and  supervisory  questionnaires  in  the  FY88  Army-wide 
survey  administration. 
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Since  Army  was  modernizing  its  civilian  personnel  management  system,  CDqpartment 
of  Army,  1987),  tte  supplemental  questitmiuires  also  addressed  dte  evaluation  of  die 
personnel  management  program  fiom  die  point  oi  view  oi  modemizadon.  Informatitm  cm  the 
rationale  for  the  revisitms  and  the  process  followed  are  presented  below. 

Demographics.  Additional  demograidiic  and  job-oriented  factual  items  were  added  to 
provide  the  capabil  y  to  conduct  in-depth  analysis  by  categorizing  the  tesptmdents  in  different 
ways.  These  additional  items  were:  type  of  co-workers  (military  or  civilian),  number  of 
civilians  and  military  personnel  supervised  (fm*  supervisors  only),  and  military  rank  (for 
military  supervisors  of  civilians  (xdy). 

The  item  on  type  of  co-workers  was  included  for  use  in  investigating  military-dvilian 
teamwork  and  integration  in  Army  -  an  issue  which  was  emphasized  by  the  Department  of 
Army  Inspector  General  (Department  of  Army,  1985).  The  item  on  number  of  people 
supervised  was  developed  to  study  the  relationship  between  different  supervistH/subordinate 
ratios  and  supervisors’  workload,  job  satisfactitm,  etc.  Because  of  the  item’s  purpose,  the 
responses  were  developed  based  upon  policy  guidelines  -  rather  than  using  an  equal-interval 
scale.  Although  the  Army-wide  survey  was  not  administereu  to  military  supervisors  of 
civilians  in  FY88,  the  demographic  of  military  rank  was  included  to  provide  the  capability  of 
using  the  scarmable  questionnaires  if  the  opportunity  arose  fw  conducting  a  special  study  of 
military  supervisors. 

Leadership,  (^ality  of  Army  leadership  has  been  a  topic  of  interest  within  the 
Department  of  Army  for  several  years.  For  example,  as  previously  mentioned,  Crum  (1986) 
an^yzed  the  data  fiom  the  FY83  Army-wide  survey  for  differences  in  responses  between 
military-supervised  and  civilian-supervised  Army  civilians.  In  1985,  the  Department  of  Army 
Inspector  General  (Department  of  Army,  1985)  coicluded  that  Army  leaders  were  not 
providing  the  same  quality  of  leadership  to  civilians  as  they  provide  to  the  military. 

Therefore,  ensuring  Aat  leadership  issues  were  adequately  covered  on  the  survey  of  civilian 
personnel  was  critical. 

Several  approaches  were  used  to  identify  facets  of  leadership  which  would  be  added 
to  the  supplemental  questionnaire  or  covered  in  more  depth.  As  a  first  step,  to  provide  a 
framewOTk  for  assessing  the  adequacy  of  the  questionnaires’  coverage  of  leadership,  the  items 
on  the  employee,  supervisory  and  FY85  supplemental  questionnaires  were  classifi^  into  the 
19  behavior  categories  identified  by  Yukl  (1981,  pp  121-125).  Items  from  government  and 
private  industry  questionnaires  were  selected/modified  and  additional  items  were  developed  in 
the  categories  which  had  inadequate  coverage.  Woridng  with  civilian  personnel  management 
policy  proponents,  critical  leadership  behavior  categories  which  did  not  have  adequate 
coverage  -  and  were  particularly  relevant  to  policy  development  or  evaluation  -  were 
identified.  As  a  result  of  this  review,  items  covering  consideration  (or  "caring"),  delegation, 
praiseAecognition,  and  stracturing  reward  contingencies  were  added. 
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Then  other  facets  of  leadership  -  not  included  in  Yukl’s  leadership  behavior 
categories  -  were  considered  for  inclusion  on  the  supplemental  questionnaire.  An  Army 
study  (McArevy,  et  al.,  198S)  had  identified  risk-taking  as  a  desired  characteristic  in  Army’s 
civilian  leaders.  Therefore,  an  item  was  develq)ed  to  measure  management  suppwt  of 
risk-taking  and  one  item  from  the  FY8S  supplemental  questionnaire  oi  initiative  innovation 
was  revised.  Two  items  were  developed  addressing  other  facets  of  leadership  --  the 
supervisor’s  technical  and  people-skills  competence.  These  items  were  included  because 
Amy  was  conducting  research  on  selection  and  development  of  civilian  leaders  (especially 
first  line  supervisors)  and  additional  items  on  the  questionnaire  for  tracking  the  quality  of 
civilian  leaders  were  needed.  A  secondary  reason  for  including  these  items  was  that  research 
had  identified  supervisor’s  competence  as  a  major  factor  in  job  satisfaction. 

Family  member  employment  program.  At  the  time  the  FY88  supplemental 
questionnaire  was  being  developed,  employment  preference  for  spouses  of  military  personnel 
had  recently  been  included  as  a  part  of  the  family  member  employment  program.  In  addition, 
the  U.S.  Anny  Community  and  Family  Support  Center  and  the  U.S.  Army  Soldier  Suppmt 
Center,  National  Capital  Region,  had  administered  a  survey  to  spouses  of  active-duty  Army 
military  personnel  which  included  questionnaire  items  addressing  spouse  employment 
(Griffith,  et.  al.,  1988).  The  military  spouse  survey  provided  much  of  the  informatitHi  ODCP 
HQDA  needed  for  planning  and  evaluating  the  family  member  employment  program. 
Therefore,  this  section  of  the  FY88  supplemental  questionnaire  was  shortened  and  revised  to 
provide  information  not  available  from  the  survey  of  military  spouses,  e.g.,  information  on  the 
spouses  of  Army  civilians.  The  four  family-related  items  on  the  FY88  supplemental 
questionnaire  covered  marital  status  and  type  of  spouse’s  employer,  information  on  type  of 
rcS  move  (if  any)  within  the  past  two  years,  and  availability  of  family  employment 
assistance  information  in  relation  to  the  PCS  move. 

Organizational  excellence.  Although  the  section  on  the  family  member  employment 
program  had  been  shortened,  it  was  still  necessary  to  identify  other  items  which  could  be 
deleted  from  the  supplemental  questionnaire  in  order  to  add  new  items  and  remain  within  the 
constraint  of  a  one  page  supplemental  questionnaire. 

The  18  items  measuring  organizational  excellence  were  carefully  reviewed  and  12  of 
the  items  were  deleted  or  revised.  A  synopsis  of  the  changes  made  is  presented  below; 

•  Three  items  addressing  the  direct  working  relationship  between  management 
and  employees  were  deleted  and  a  new  item  on  upward  commurucations  was 
added. 

•  An  item  on  delegation  of  decision-making  authority  was  revised. 

•  An  item  on  management’s  support  of  initiativefinnovation  was  also  revised. 
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•  Sev«a  items  n^iich  addressed  oi^dc^ees  in  genenl  ~  rather  dian  the  point  of 
view  of  die  respoodrat  -  and/or  were  written  in  die  passive  voice  were 
deleted. 

Retention.  By  FY88,  retention  oi  quality  dvilians  had  become  a  major  imiblem 
duoughout  the  Federal  government  Since  tte  Fy8S  survey  questionnaire  had  only  one  itnn 
related  to  retention  -  and  that  item  covoed  intent  to  remain  widi  Army  until  retiimnent  - 
additicHial  coverage  of  the  retention  issue  was  desired.  Woiking  with  personnelists,  the  types 
of  tiansfersAesignations  which  were  die  most  common  and  meaningful  were  identified  and  a 
five-part  itnn  was  developed  measuring  intent  to  leave  current  position  for  one  widiin  the 
government  or  outside  government 

Recruitment.  Like  retention,  recruitment  was  also  a  critical  issue  by  FY88.  Using 
informatimi  finmn  Canadian  military  research  addressing  intent  to  recommend  militaiy  service 
for  young  pet^le  as  an  indicator  of  w<»d-of-moudi  lecniiting/advoiising  or  commitment 
items  were  developed  addressing  intent  to  reoxnmend  a  career  with  the  lespcmdent’s 
employer,  i.e.,  the  Federal  government  Army,  and  the  installation.  The  duM  items  were 
stractined  in  this  way  to  enable  Army  to  differentiate  between  attitudes  toward  the  total 
Federal  government  as  an  employer  versus  attitudes  toward  Amty  or  die  installation  as  an 
employer. 

Modernization  of  the  civflian  personnel  program.  After  the  1985  inspection  of  the 
civilian  personnel  management  program  by  the  Uqiartment  of  Army  Inspector  Geiwral 
(Department  of  Army,  1985),  changes  were  made  to  modernize  the  Army’s  civilian  posonnel 
management  program  (Department  of  Army,  1987).  To  assess  the  adequacy  of  the 
questionnaires  for  evaluating  modernization,  die  existing  questionnaires  were  reviewed  to 
determine  what  aspects  were  covered,  or  not  covered,  and  what  areas  should  be  evaluated 
using  additional  questionnaire  items.  Working  with  the  policy  prc^nents,  especially  in  the 
Civilian  Personnel  Modernization  Office,  a  decision  was  made  to  include  items  on 
civilian-military  integration,  an  item  on  the  simplification  of  the  paperwmk  process  involved 
in  recognizing  employees,  and  an  item  about  medals  for  use  in  evaluating  the  importance  of 
medals  to  Army  civilians. 

Other  dianges.  Changes  were  also  made  in  the  areas  of  performance  management 
and  position  classification.  Two  items  which  addressed  the  performance  management  process 
-  rather  than  program  effectiveness  -  and  one  item  on  position  classification  were  deleted. 
An  item  in  a  new  area  -  physical  fimess  —  was  added. 

The  questionnaires  fcv  the  FY88  Army-wide  survey  (i.e.,  the  employee,  supervisory, 
and  revised  supplemental  questionnaires)  are  given  in  Appendix  A. 
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Biennial  Administration  of  the  Army-wide  Survey 


Survey  Sample.  For  each  administration  of  the  biennial  survey,  a  propoftionatB 
stratified  randmn  san^le  full-time  permanoit  appropriated  fund  Army  civilians  is 
selected*  Fot  exaiiq>le,  in  FY88  Army  selected  a  sample  of  14,644  civilians  (9,654 
eiiq>loyees  and  4,990  supervisors)  for  the  survey.  The  employee  sample  was  stratified  by 
nine  MACOMs,  sex,  raoe/nati(»al  origin  (majority  vases  minority)  and  pay  system  (General 
Schedule,  GS,  and  similar  pay  plans,  versus  Wage  Grade  or  Wage  Supervisor,  WG,  and 
similar  pay  plans);  the  supervisor  sample  was  stratified  by  nine  MAOOMs.^  The  Army 
civilians  which  are  not  in  oie  of  the  nine  MAOOMs  are  saiiq>led  by  devehqnng  a  separate 
"MACOM"  called  "other".  For  each  administration,  iqyproximately  60%  of  the  quesdoinaires 
are  returned  Fa  exairple,  in  FY88,  9,207  questionnaires  (63%)  were  returned  (61%  return 
rate  for  eiiq>loyees  and  66%  for  supervisors). 

The  sample  is  selected  using  a  computer  program.  The  method  of  selecting  the 
sample  is  random  start  with  the  selection  interval  based  upon  the  size  of  each  stratum. 
Woildng  with  the  program  manager  fa  the  survey,  a  personnel  research  psychologist  at  die 
U.  S.  Army  Total  Personnel  Command  (PERSOOM)  plans  the  drawing  of  the  sample.  The 
planning  involves  determining  the  strata  of  inrerest  (i.e.,  demognqihic  groups  and  MACOMs 
for  the  Army-wide)  and  determination  of  adequate  pt^ulation  and  sanople  sizes.  Then,  based 
upon  the  size  of  each  demognqihic  stratum  within  each  MACOM  (e.g.,  female,  majoity,  GS 
civilians  in  AMQ,  the  random  start  point  and  the  sampling  interval  for  each  stratum  in  the 
sample  are  determined 

Administration.  For  the  survey  administration,  PERSCOM  provides  a  print-out  or 
sampling  roster  fa  each  CPO  with  each  survey  participant’s  survey  control  number,  name, 
social  security  number,  MACOM,  and  aganizational  location  (unit  identification  code). 
PERSCOM  also  provides  a  computer  tiqie  with  each  survey  participant’s  questionnaire  control 
number,  installation  identification  numba,  and  MACOM  code  fa  use  in  conpiling  die  final 
data  uqie.  A  contracttn*  prints  the  questionnaires  as  scannable  forms  and  mails  all  the  survey 
materiris  to  the  specified  CPOs.^ 


’  In  past  years,  the  survey  has  been  administoed  to  local  nationals  (in  their  native  language).  However,  this 
was  not  done  in  FY88. 

^  The  nine  MACOMs  used  in  stratifying  the  FY88  survey  pcqxilation  were  Army  Materid  Command  (AMQ, 
Forces  Command  (FORSCOM),  Health  Services  Commttid  (IKQ,  Military  Traffic  Management  Command 
(MTNKJ),  Training  and  Doctrine  Command  (TRADOQ,  US  Army  Corps  of  Engineos  (USACE),  US  Army 
Inftxmation  Systems  Command  (USAISC),  US  Army  Recruiting  Cdmniand  (USAREQ,  and  US  Army,  Eurqie 
and  Seventh  Army  (USAREUR). 

^  Beginning  in  late  1988,  Questar  Data  Systems  handled  printing,  distribution,  processing  and  initial  analysis 
of  the  questionnaires. 
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In  a  two-week  period,  the  CPOs  piepaie  the  questionnaires  for  local  distribution  (i.e., 
match  the  enq>loyee  or  supervistvy  questionnaire  and  supplemental  questionnaire  with  the 
same  questicmnaire  control  number),  distribute  them  to  the  individuids  selected  by  the 
computer  sampling  program,  conduct  foUow-up  calls,  receive  the  coiiq>leted  questionnaires, 
and  return  the  ctxnpleted  questiofuiaires  as  well  as  d)e  questionnaires  not  distributed  to  die 
contractor/  Throughout  this  inxxxss  --  as  well  as  in  all  handling  of  the  data  --  procedures 
are  followed  to  ensure  the  anonymity  of  the  questionnaire  respondents. 

Processing  and  Report  Preparation.  In  past  years,  a  contractor  scanned  the 
ctmipleted  questitMmaires  for  the  Army-wide  and  for  USACPEA’s  surveys  and  sent  a 
computer  tiqie  of  the  data  to  Army;  the  computer  aiudysis  and  report  generaritm  was 
conducted  at  Ft  Detrick.  Currendy,  the  contractor  also  handles  inidal  aiudysis  ^pmt 
generation.  For  the  Army- wide  survey,  ODCP  IK^DA  sends  copies  of  the  preliBn  ary 
analyses  to  USACPEA,  MACX)Ms,  Independent  Reporting  Activities,  CPOs  and  other 
interested  parties  (e.g.,  ARI)  fra:  their  use  in  program  evaluation,  research,  and/or  special 
studies,  liiese  initial  analysis  repmts  contain  the  mean,  standard  deviation,  and  percent 
selecting  each  answer  on  each  item  for  the  entire  sample  and  fm*  each  MACOM  on  which  the 
sample  is  stratified.  Reports  are  also  prepared  for  the  demographic  strata  for  Army  and  for 
each  of  the  nine  MACOMs. 

ANALYTIC  METHODOLOGY 

Data  Editing 

ODCP  HQDA  forwarded  the  computer  tapes  of  the  FY88  survey  data  received  fiom 
the  contractor  to  the  Human  Resources  Research  Organization  (HumRRO)  Two  data  sets 
were  received.  The  employee  data  set  contained  employees*  responses  to  the  employee  and 
supplemental  questionnaires;  the  supervisor  data  set  contained  supervisors’  responses  to  the 
supervisory  and  supplemental  questionnaires.  Hie  data  were  analyzed  using  the  Statistical 
Analysis  System  (SAS).  Diagnostic  checks  were  performed  to  ensure  the  logical  consistency 
of  the  data.  The  following  data  edits  were  made  as  a  result  of  these  checks; 

•  Four  supervisors  and  twelve  employees  who  responded  that  they  were  active 
duty  military  were  deleted. 


*  When  the  survey  materials  reach  the  CPO,  some  of  die  selected  participants  are  no  longer  at  the  installation 
-  they  have  retired  or  transferred,  for  example.  In  addition,  some  of  the  selected  participants  ae  on  leave  or  in 
travel  sUttus  during  the  period  of  the  survey  administration.  No  substitutions  for  missing  survey  respondents  are 
allowed;  the  CPOs  return  their  questionnaires  to  the  contractor. 
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•  Subjects  who  responded  tfut  they  were  not  married  (SQS4),’  but  also 
responded  to  both  supplemental  questionnaire  itmns  regarding  spouse^amily 
(SQS6  and  SQS7),  were  recoded  as  married.  Unmarried  subjects  who 
responded  to  only  one  of  these  two  questions  regarding  spouses/lfamily  had  tiiat 
item  recoded  as  missing. 

•  Subjects  who  responded  tiiat  they  had  not  had  a  pennanent  change  in  station 
(PCS)  ova-  the  last  24  months  (SQSS)  and  also  responded  to  the  supplemental 
questiminaire  item  regarding  family  assistance  provided  during  a  PCS  move 
over  the  last  24  months  (SQS7)  had  the  latter  supplemental  questionnaire  item 
recoded  as  missing. 

•  Supplemental  questionnaire  items  to  be  conqileted  only  by  supervisors  (SQ38 
through  SQSS)  were  dropped  frmn  the  employee  dataset 

•  A  set  of  variables  describing  wiwther  a  respondent  has  responsibility  to  carry 
out  certain  personnel  management  functions  was  created  from  itrais  describing 
the  authority  of  the  subject  to  perfrvm  these  fiinctimis  (S64A  through  S64M). 

If  a  subject  responded  Aat  he/she  had  some  level  of  authority,  tiien  a 
"responsibility"  variable  was  coded  as  1;  if  a  subject  responded  that  a  personnel 
management  function  was  not  part  of  his/her  job,  then  the  "responsibility" 
variable  was  coded  as  0.  These  variables  were  designated  as  S64-1  timwgh 
S64-13. 

•  Responses  to  negatively  phrased  questicmnaire  items  were  changed  to  reflect 
the  positive  response  scale  of  most  other  questionnaire  items.  Fot  exan^le, 
individuals  who  agreed  strongly  witii  a  negatively  wcxxled  statement  were 
scored  as  if  they  had  disagreed  strongly  with  the  same  statement  positively 
worded.  In  this  repcrt,  items  whose  responses  were  reflected  are  worded  as 
they  iqipear  in  the  questionnaires  but  contain  an  asterisk  at  the  end  of  each 
label  to  identify  them  as  reflected  items.  Responses  to  the  following  items 
were  reflected: 

E4,  E8,  E9,  ElO,  E13,  E17,  E21,  E22,  E26,  E27,  E28,  E32,  E33,  E37, 

E41,  E51,  E57,  E60,  E68,  E69,  E70,  E71,  E75,  E76,  E77,  S4,  S5,  S7, 

Sll,  S15,  S20,  S25,  S28,  S39,  S40,  S41,  S50,  S51,  S52,  S53,  S55,  S57, 

S61,  S63B,  S63E,  SQ15,  SQ16,  SQ21,  SQ22,  SQA2,  SQ49 


^  SQS4  is  the  identification  code  for  item  54  on  the  supplemental  questionnaire.  Similariy,  item  numbers 
with  the  prefix  E  refer  to  the  employee  questionnaire  and  item  numbers  with  the  prefix  S  refer  to  the  supervisory 
questionnaire. 
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The  Formation  of  Composite  Variables 


Item  composites  were  develt^wd  in  1980  and  1981  for  die  enqiloyee  and  supervisory 
quesdtmnaires  for  use  by  USACPEA.  However,  these  composites  ^patently  did  not  meet  the 
users’  needs.  For  example,  the  program  evaluators  complained  about  die  overhqping  content 
anxMig  item  composites  as  well  as  the  dissimilarity  in  item  content  within  indivk^  item 
composites.  Therefore,  analyses  of  these  item  composites  were  conducted  to  gain  insight  into 
how  they  might  be  improved  to  better  meet  program  evaluates’  needs. 

The  first  step  was  an  examination  of  the  amount  of  similarity  at  overlap  in  item 
ctmtent  among  these  composites.  The  intercorrelations  among  the  composites  were  computed 
to  determine  if  some  of  the  composites  were  essentially  measuring  the  same  underlying 
constroct  A  factor  analysis  was  conducted  of  the  items  comprising  each  c(»posite  in  order 
to  determine  whetho-  each  composite  was  unidimensimial,  that  is,  whether  it  was  apparendy 
measuring  (me  underlying  construct 

The  examinatitm  of  the  (mmposites  derived  from  the  analysis  of  these  (xmiposites 
(xmfirmed  dm  problems  the  program  evaluators  had  identified  and  led  to  their  rejection  on 
content  and  psychometric  grounds  (see  Results  secticm).  Subsequently,  the  content  of  the 
items  ccHtprising  the  supervisor,  employee,  and  sufplemental  questitmnaires  was  examined 
with  a  view  toward  grouping  the  items  (m  the  basis  of  ctmtent  similarity.  Since  these 
questionnaires  are  used  by  the  civilian  persorurel  management  community  in  program 
evaluation,  many  of  the  items  addressed  civilian  personnel  policy  and  pr(x:e(hires  (e.g., 
timeliness  of  referrals  for  vacancies  and  use  of  die  individuid  development  plan  at  IDP).  In 
addition,  many  of  the  items  were  used  in  assessing  organizational  climate  and  vrere  directed 
at  personnel  issues  and  problems  that  were  enctmipassed  in  the  Roadmap  research  activity 
areas.  Since  ODCP  HQDA  and  ARI  planned  ft>  use  the  survey  data  in  baseline  measures  for 
their  joint  research  program,  it  was  dedded  to  use  these  Roadmp  areas  as  iiutial  ctmtent 
categories  for  grouping  the  items.  It  was  felt  that  not  only  could  most  items  be  readily  placed 
in  these  categcnies,  but  that  future  develtpment  of  baseliiw  measures  for  the  Roadmap 
research  areas  would  be  facilitated  by  analyzing  the  individual  items  in  the  survey  at  least 
initially  by  research  area  groupings. 

Using  the  Roadmap  research  activity  areas,  the  senicxr  author  initially  categorized  die 
items.  After  two  HumRRO  researchers  reviewed  the  initial  categorization,  ARI  and  ODCP 
HQDA  project  staff  also  reviewed  the  placement  of  the  items  to  ensure  that  they  met  Army 
program  evaluati(m  needs.  These  reviews  resulted  in  mincm  adjustments  of  the  original 
categorization.  Table  1  gives  the  number  of  items  fiom  each  questionnaire  that  were  finally 
placed  in  each  research  activity  area. 

As  seen  in  Table  1,  the  questiormaire  (Average  across  the  Roadnuqi  areas  is  uneven. 
There  are  heavy  concentrations  of  items  in  the  Personnel  Development,  O^anizational 
Productivity,  and  Motivational  Productivity  areas  while  there  are  many  fewer  items  covering 
Recruitment  and  Military/Civilian  Relaticmships.  Two  of  the  Roadmap  areas.  Civilian 
Functions  and  Future  Civilian  Workforce  Ne^,  had  no  relevant  items.  Ckmsidering  the 
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Table  1 


Number  of  Items  in  die  Survey  Questioanaiies  Placed  in  die  Roadmap  Research 
Acdvi^  Areas 


Roadmap  Area 

Questionnaire 

Siqiervisor 

Siqqdemental 

Enqiloyee 

Recruitment 

3 

0 

1 

Retention/SeparatxM 

4 

7 

11 

Perscxuiel  Develtqiment 

11 

16 

16 

Qrgaiuzational  Productivity 

30 

15 

23 

MotivatXHial  Productivity 

16 

9 

27 

Military/Civilian  Relatitmships 

1 

2 

1 

Civilian  Functions 

0 

0 

0 

Future  Civilian  Workforce  Needs 

Ji 

Ji 

TOTAL* 

65 

49 

79 

*  Item  count  does  include  items  covering  demognqihic  characteristics  and 
enqiloyment  status  of  respondents  of  dieir  spouses. 


purpose  of  the  questionnaires  and  the  point  in  time  when  the  questimmaires  were  develtqied, 
this  distributitm  of  items  across  Roadnup  areas  is  not  suiprising.  For  exanqile,  in  the  1^0’s, 
recruitment  of  civilian  personnel  was  not  the  critical  problem  it  is  today  and  supervisors  and 
enqiloyees  at  the  installation  level  are  usually  not  involved  in  forecasting  future  civilian 
wtvkftnce  needs. 

After  similar  items  were  grouped  together  in  the  Roadmap  research  activity  areas,  a 
series  of  analyses^  was  conducted  to  determine  which  items  could  be  ctnnbined  into  reliable 
cmnposite  measures.  In  fnming  the  composites,  the  content  of  the  items  was  ctmsidned 
along  with  the  results  of  factOT  analyses  and  measures  of  the  reliability  of  the  composites.  As 
the  analyses  of  the  supervisory  data  (supervisory  and  supplemental  questicMinaires)  and  the 


*  To  improve  the  precision  of  the  questionnaiie  item  composites  which  would  be  derived  in  this  analysis,  it 
was  decided  to  conduct  sqaiaiB,  smaller  fiactor  analyses  on  groups  of  items  having  similar  content  ~  rather  than 
only  one  large  factor  anal]^  on  aU  the  enqrioyee  items  and  one  factor  malysis  on  all  the  supervisor  items. 


analyses  of  the  employee  data  (en^loyee  and  supplonental  qaestioonaiies)  woe  conducted  in 
pandlel,  the  results  obtained  from  both  sets  of  data  woe  conddeied  in  the  focmatkm  of  the 
sqMrate  composite  variables  in  each  set 

It  can  also  be  seen  in  Table  1,  that  the  relative  emphases  in  content  of  die  three 
questionnaires  parallel  each  other  fairly  closely  in  their  distribution  across  die  Roadmap  areas, 
with  well  over  half  the  items  in  each  questionnaire  falling  into  the  l^ersonnel  Developi^t 
and  Organizational  and  Motivational  Productivity  areas.  The  content  sinulatity  of  die 
supervisory  and  enq^iyee  questionnaires  was  ftodier  oihanced  by  the  presence  in  bodi 
questionnaires  d  19  items  with  identical  or  hi^y  rimilar  wording. 

Four  criteria  were  iqiplied  in  combining  itmns  into  composites: 

(1)  The  content  of  cooqxment  items  had  to  reinesent  a  clear,  conceptual  underlying 
dimension  or  construct; 

(2)  The  conqKMient  items  had  to  have  high  loadings  on  the  same  basic  factor  in 
two  or  more^  factor  analyses; 

(3)  The  conqiosites  farmed  by  the  items  had  to  have  Alpha  reliabiliQr  coefficients 
of  about  .70  or  more;  and 

(4)  To  die  extent  that  identical  or  similar  items  were  present  in  both  die  supervisor 
and  eirqiloyee  data  bases,  the  composites  had  to  be  appaiendy  measuring  die 
same  underlying  oxistrucL 

The  analytic  procedures  used  in  forming  the  composites  are  described  in  more  detail 

below. 

Initial  Factor  Analyses 

Principal  factor  analyses  were  initially  performed  on  sets  of  variables  derived  from 
furdier  subdividing  the  items  in  the  Roadmiq}  areas.  The  analyses  involved  iteratively 
estimated  comnxMialities  and  varimax  <xthog<Mial  rotatitMis  of  factors  with  eigenvalues  greater 
than  (me.  Six  initial  factor  analyses  woe  performed  (m  the  employee  items;  eight  analyses 
were  perfrmned  (m  the  supervisor  data.  As  mentioned  previously,  prior  to  performing  dm 
analyses,  we  reversed  the  respcmse  scoring  for  diose  items  in  the  questicmnaires  that  were 
wtMT^  such  that  agreeing  with  the  items  in  effect  reflected  a  negative  attitude  or  (^linkm 
about  the  item  (xmtent 


^  The  factors  that  emeige  firom  a  factor  analysis  are  a  function  of  the  groips  of  items  or  variables  that  are 
used  in  the  analysis.  As  a  partial  check  on  the  stability  of  the  frctorial  results  obtained,  we  placed  items  that 
formed  Csctors  in  earlier  analyses  into  sets  composed  (if  different  item  gnxqiings  to  ascertain  that  the  same  basic 
factors  also  emerged  in  the  biter  bctor  analyses. 
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The  first  six  factor  analyses  of  die  eoqiloyee  and  siqiervisor  data  were  analsrses  of 
siinilar  amtent  areas  for  both  dtta  sets.  The  remaining  two  firetor  analyses  d  the  supervisor 
data  involved  measures  qiecific  to  supervisors  -  supervisory  relationsh^  with  empk^ 
unions  and  the  support  and  authority  given  siqierviscn  to  do  their  jobs.  Tabte  2  shows  die 
number  of  questitxuiaiie  items  in  each  factor  analysis  and  die  content  domains  of  the  items. 


Table  2 


Variable  Sets  Used  in  the  Initial  Factor  Analysis 


Factor  Analysis  I.D. 

No.  of  Items* 

Employee 

Supervisor  Employee 

Supervisor 

Content  Domain 

A 

A 

25 

21 

En^loyee/Management  Relationships; 
Leadendiip;  Evaluatitxi  of  Unit 
Perfcxmance;  Management  Care  and 
Concern  for  Employees 

B 

B 

34 

24 

Perftxmance  Appraisal;  Promotions; 
Grievances/  Discrimination 

C 

C 

52 

29 

Retention/Career  Plans;  Job  Satisfactimi; 
Job  Importance;  Skill  Utilization 

D 

D 

16 

17 

Lack  of  Barriers  to  Effective 

Performance;  Organizational  Climate; 
Military/Qvilian  Relationships 

E 

E 

4 

18 

Evaluation  of  CPO  Services,  Selection 
Quality,  and  Civilian  Personnel  Policies 

F 

F 

F 

7 

Untterstanding  Job  Parameters;  Employee 
Performance 

G 

— 

6 

ManagementAJnion  Relationships 

H 

— 

30 

Support  and  Authtnity  Given  Supervisor 

*  Some  items  in  the  questionnaires  called  for  responses  to  multiple  subitems.  Such  subitems 
were  treated  as  separate  variables  in  the  factor  analyses. 
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The  items  having  high  loadings  (.40  and  above)  on  each  extracted  factor  were 
examined  to  determine  whether  their  content  seemed  to  reinesent  an  underlying  dimension  or 
construct  Items  that  did  not  seem  congruent  ctmtent-wise  with  die  rest  of  the  items  that 
loaded  highly  cm  a  given  factor  were  dn^ped  from  consideration  as  possible  candidates  for 
inclusion  in  a  composite  variable  framed  to  measure  that  construct  The  similarity  of  the 
factra  structures  obtained  across  cwresponding  employee  and  supervisee  variable  sets  was 
also  craisideied.  Identical  ra  highly  similar  items  for  both  employees  and  supervisors  that 
received  comparable  loadings  in  parallel  factor  analyses  were  generally  retained. 

Initial  Aloha  Reiiabilities 

The  scores  for  potential  composites  were  framed  by  summing  the  scaled  responses 
across  items  meeting  the  factraial  loading  and  content  criteria.  Cronbach  Alpha  coefficients 
were  then  computed  to  measure  the  internal  consistency  reliabilities'  (Allen  &  Yen,  1979)  of 
the  composite  variable  scores.  The  program  used'  also  calculated  for  each  component  the 
reliability  that  could  be  obtained  by  eliminating  in  turn  each  of  the  component  items. 

In  general,  if  a  composite  had  a  reliability  lower  than  .70,  it  was  dropped.  Similarly, 
component  items  were  dropped  if  their  elimination  would  raise  the  reliability  of  the 
composite.  Exceptions  to  these  general  rules  wrae  occasionally  made  when  the  content  of  an 
item  seemed  particularly  germane  to  an  objective  of  the  survey  or  the  measurement  of  an 
underlying  construct.  This  was  especially  true  of  identical  or  highly  similar  items  in  parallel 
composites  framed  on  the  basis  of  the  factor  analytic  results  obtained  for  both  the  employee 
and  supervisor  data  sets. 

Additional  Factor  and  Reliability  Analyses 

An  iterative  procedure  was  used  to  further  refine  the  composites  initially  formed.  The 
procedure  involved  successive  factor  analyses.  Alpha  reliability  computations,  and 
examination  of  intercorrelation  matrices  in  which  the  results  of  earlier  analyses  were  used  to 
decide  upon  further  analyses. 

As  a  check  on  the  stability  of  the  composites,  the  items  comprising  the  initial 
composites  that  were  judged  to  have  sufficient  reliability  and  relevance  were  assembled  into 
new  groups  of  items.  These  new  item  groups  were  factor  analyzed  in  order  to  determine 
whether  foe  same  items  would  load  highly  on  the  factors  obtained,  or  whether  new  factors  or 
new  grouping  of  items  with  high  loadings  would  be  obtained.  The  tables  in  Appendix  B  list 
foe  variable  sets  used  in  these  additional  factor  analyses  fra  foe  employee  and  supervisor  data. 


*  Composite  A4)ha  reliabilities  generally  become  hitter  as  the  number  of  items  entering  into  the  composite 
and  the  average  covariance  among  the  items  increase. 

’  The  SPSSX  Information  Analysis  System’s  reliability  procedure  was  used. 
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The  same  criteria  a(  high  loadings,  content  lelevance,  and  en^lc^ee/supervisor 
(XHignience  were  used  to  identify  candidate  itnns  for  use  in  new  or  mochfied  conqmsite 
noeasures.  Once  a  new  or  modified  composite  measure  was  tentatively  identi&xl,  the  Alpha 
reliability  of  the  conqmsite  was  calculated  Again,  coaq)osites  with  low  reliability  were 
dn^>ped  as  were  items  whose  removal  from  the  ccmiposite  would  increase  the  conqxmte 
Alpha  reliability. 

The  interctHielations  among  the  candidate  composites  and  items  that  had  not  been 
heretofore  selected  to  be  part  oi  any  composite  were  also  examined  High  coiielations 
between  particular  composites  or  items  were  taken  as  evidence  that  perhaps  new  or  modified 
ctxnposites  should  be  famed  Befoe  composites  were  changed  however,  additional  factor 
analyses  and  Alpha  reliabilities  were  run  to  ensure  that  the  revised  composites  met  the 
psychometric  and  content  criteria. 

Final  Composite  Modifications 

The  composites  that  resulted  from  the  iterative  analyses  described  above  were 
subjected  to  a  final  content  review  by  the  audios.  Some  of  the  composites  consisted  of  items 
whose  content  relevance  was  somewhat  questionable.  Other  composites  were  deemed  to 
contain  an  unnecessarily  large  number  of  items  (moe  than  eight).  These  con^sites,  it  was 
felt,  could  perhaps  be  reduced  to  provide  space  on  the  survey  questionnaires  fo  new  items 
covering  additional  content  areas.  It  was  further  felt  that  some  composites  might  be  split  into 
two  parts  in  order  to  isolate  content  that  was  of  particular  interest  to  Army  civilian  personnel 
management  policymakers. 

The  authors  were  aided  in  this  final  review  by  a  series  of  Alpha  reliability  analyses  in 
which  the  reliabilities  of  reduced  composites  were  conputed  Items  contributing  maximally 
to  composite  reliability  were  generally  retained  The  comparability  of  the  items  comprising 
the  composites  across  the  employee  and  supervisor  data  was  again  an  important  criterion  in 
making  the  final  modifications.  The  final  composites  derived  respectively  from  the  employee 
and  supervisor  data  ate  listed  in  Tables  9  and  10  in  the  Results  section. 

Formation  and  Sdection  of  Additioial  Variables 

Even  after  the  item  composites  were  developed  the  questionnaires  still  contained  a 
large  number  of  variables  to  be  analyzed  and  discussed  --18  composites  and  77  individual 
items  for  employees;  24  composites  and  71  individual  items  for  supervisors.  To  reduce  the 
analysis  to  a  more  manageable  task,  it  was  decided  to  limit  the  number  of  variables  which 
would  be  analyzed  and  discussed  in  this  report  The  procedures  used  to  select  the  variables 
are  described  below. 

Selection  of  Individual  Items 


To  identify  individual  items  which  would  be  included  in  the  current  analysis,  the 
questionnaire  items  that  had  not  been  incorporated  in  any  of  the  composites  were  next 
subjected  to  a  final  content  review  by  the  autiiOTs.  This  review  followed  an  earlier  one 
accomplished  by  ODCP  HQDA,  ARl,  and  HumRRO  personnel,  who  had  judged  the 
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remaining  items  after  the  initial  set  of  composite  had  been  formed.  The  criteria  used  in  both 
reviews  to  decide  which  items  should  be  drt^^wd  cr  retained  included  die  judged  inqxxtance 
of  item  content  to  civilian  personnel  policynaakBrs  at  Am^-wide  level,  itrai  clarity  and  lack 
of  ambiguity,  and  item  response  variance.  Redundancy  of  item  content  was  also  an  inqwrtant 
criterion,  duu  is,  items  were  drof^ied  that  were  essend^y  measuring  constructs  that  were 
being  measured  by  reliable  item  composites.'"  Another  criterion  used  was  whether,  in  the 
audK»s’  (^linion,  average  responses  to  the  item  could  reasonably  be  expected  to  be  inqiacted 
by  changes  in  personnel  management  ptdicy  and  {vactices.  That  is,  items  which  were  not 
ONisidered  to  be  valid  indicators  of  perscmnel  related  factors  were  considered  less  favorably 
than  items  that  seemed  nKxe  clearly  reflective  of  such  facmrs.  A  last  criterion  used  to  delete 
or  retain  individual  items  for  this  analysis  was  consideration  of  what  tt^ics  were  measured  by 
a  large  number  of  items  and  therefore  should  be  addressed  in  separate  ^ture  repmts.  The 
items  which  were  excluded  frcmi  analysis  in  this  reptHt  are  listed  in  Table  13  in  the  Results 
section. 


During  the  review,  items  with  awkward  wmding  that  might  be  revised  in  future 
questionnaires  were  also  identified.  In  addition,  gaps  in  item  coverage  were  identified.  The 
aim  here  was  to  be  able  to  suggest  content  areas  where  additional  or  modified  items  could  be 
substituted  for  items  that  were  deemed  relatively  nmifuncticmal  in  furthering  the  survey 
objectives. 

Devetopment  of  Demographic  and  Job-Oriented  Variables 

Both  the  employee  and  supervisory  questionnaires  contain  several  questions  of  a 
demographic  nature,  i.e.,  age,  sex,  race/national  origin,  and  education  level.  In  addition, 
several  questions  provide  job-oriented  demographic  inforroation,  e.g.,  job  grade,  length  of 
Federal  Civilian  Service,  and  type  of  supervisor  (military  or  civilian).  Responses  to  these 
questions  were  transformed  into  variables  so  that  they  could  be  used  in  the  statistical  analyses 
by  assigning  numerical  values  to  the  various  response  p.Iiematives.  Table  3  presents  the 
coding  procedures  used  in  creating  these  variables. 

Although,  as  stated  earlier,  the  respondents  completed  the  survey  instruments 
anonymously,  a  record  was  kept  of  the  installatimi  where  the  respondent  worked.  The 
number  of  Army  civilians  working  at  these  installations  in  August  1988  was  recorded  in  the 
data  base.  This  number  was  assigned  to  the  individual  respondents  to  create  a  variable 
measuring  the  number  of  Army  appropriated  fund  civilians  at  the  respondent’s  installation. 
This  variable  was  created  only  for  respondents  in  Army  installations  in  the  United  States 
(CONUS),  that  is.  Army  civilians  wotting  overseas  (CiCONUS)  or  at  non-Army  installations 
were  excluded.  OCONUS  sites  were  not  included  because  non-appropriated  fund  employees 
and  local  nationals,  who  were  not  included  in  this  survey,  constitute  a  large  proportion  of  the 
Army  civilians  at  (XXDNUS  sites.  Non-Army  installations  were  not  included  because  the 
individual’s  location  at  another  agency  was  expected  to  have  an  undeterminable  effect  on 
his/her  survey  responses. 


For  the  most  part,  these  items  did  not  contribute  substantially  to  the  reliability  of  the  composites  md,  in 
general,  had  lower  Icings  on  the  factors  defming  the  underlying  constructs  being  measured  by  the  composites. 
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Tables 


Demognqriiic  and  Job-Oriented  Variables  Derived  from  the  Enq>loyee  and 
Siq)ervi8ory  Questionnaires 


Siqieiviaor 
Item  No. 

Name 

Values  Assigned  in 

Coding  Instructions 

CocreqMoiSng 

Em|4oyee  Item  Na 

A 

Pay  System 

GS  «  1;  WG  «  0;  Other  Codes:  Missing 

A 

B 

Grade 

1  or2»  1.5;3or4-3J; 

5  or  6  *  5  7  or  8  »  7.5; 

9orl0«93;llorl2=11.5; 

13  or  14  >  13.5;  Above  14  >  14.5 

B 

C 

Gender 

Female  a  i;  ^  0 

C 

D 

Age 

Under  21 »  19.5;  21  to  30  =  25.5; 

31  to  40  =  35.5;  41  to  50  =  45.5; 

51  to  55  =  53;  56  to  60  *  58; 
over  60  =  63 

D 

E 

Race 

White  s  0;  All  others  s  i 

F 

F 

Educadon 

Under  RD.  =  11;  HS  Grad  =  12; 

Some  college  =  13;  Assoc.  Deg  =  14; 
Bachelors  »  16;  Advance  Deg  »  18 

E 

G 

Superviso’ 

1st  line  s  1;  2nd  line  and  above  =  2 

n/a 

H 

Siq)avisor 

Notary 

Militay  Supervisor  s  i; 

Civilian  Supervisor  =  0 

H 

I 

Time  Siq)er- 
vised  Aimy 
Civilians 

Less  than  1  yr  =  .5;  1  to  2  =  1.5; 

3  to  5  =  4;  6  to  10  =  8; 

More  than  10  =  13 

n/a 

J-1 

Took  Bask 
Siqjervisny 
Course 

Marked  s  1;  Unmarked  =  0 

n/a 

K 

Sovke 

Length 

less  than  year  -  .5;  1-5  =  3; 

6-10,8;  11-15  =  13;  16-20=18; 

21-25  =  23;  26-30  =  28;  More  than 

30  yrs.  =  33 

G 

♦ 

Size  of 

Installation 

Number  of  civilians  (employees  and 
supervisors)  at  the  installation.  (This 
variaUe  only  tqrpUcable  to  respondents 
at  Army  CONUS  installations.) 

4t 

*  Obtained  firom  HQDA  ODCP. 
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Variable  Sets 


To  £M»litate  later  analyses,  the  composites  and  items  selected  earlier  were  categorized 
into  eight  variable  sets: 

VaiiaUe 

Set  _ Description _ 

EA  VariaUes  derived  fitom  unique"  single  items  in  die  employee  questiomudie. 

EB  Variatdes  derived  from  forming  unique  oranporites  of  single  items  in  the  employee 

and  supidemental  questioonaiies. 

EC  Variables  dmved  finxn  common"  single  items  in  the  emidoyee  and  siqiplemental 

questicmnaiies.  The  rize  of  installatkm  varialde  was  includ^  in  this  subset  [Same 
varirides  as  SC] 

ED  Variatdes  derived  fimn  forming  commem  composites  of  single  items  in  the  em|doyee 

and  supplemental  questionnaiies.  [Same  variables  as  SD] 

SA  Variatdes  derived  from  unique  single  items  in  the  supervisory  questionnaiie. 

SB  Variables  derived  from  forming  unique  composites  of  items  in  the  supervisory  and 

supfdemental  questkMinaires. 

SC  Variatdes  derived  fiom  common  single  items  in  the  supervisory  and  supfdemental 

questioimaiies.  The  size  of  installation  variable  was  included  in  this  subset  [Same 
variables  as  EC] 

SD  Variables  derived  from  forming  common  composites  of  single  items  in  the 

supervisory  and  supplemental  questiemnaires.  [Same  variables  as  ED] 

Group  Comparisons 

The  demographic  and  job-oriented  questionnaire  items  that  were  transformed  into 
variables  (see  Table  3)  were  also  used  to  breakout  the  employee  and  supervisor  samples  into 
groups  (e.g.,  males  and  females).  To  develop  these  breakout  groups,  fin^uency  distributions 
were  first  run  showing  the  number  of  supervisors  and  employees  in  each  group.  Because  of 
the  small  numbers  of  survey  respondents  in  some  groups,  several  ctunbined  groups  which  had 
greater  numbers  of  respondents  were  formed  to  help  ensure  die  statistical  reliability  of  the 
group  comparisons.  For  example,  the  survey  participants  respmiding  that  they  had  less  than 
one  year  of  service  or  (me  through  five  years  of  service  were  combined  into  one  group  (less 
than  six  years)  and  those  respemding  that  they  had  21-25  years  or  26-30  years  or  nxne  than 
30  years  were  (xnnbined  into  one  group  (mcne  than  20  years).  These  groups  are  identified  in 
Table  4.  Note  that  the  supervisen^  were  grouped  along  three  additicmal  dimensions,  namely. 


"  "Unique”  refers  to  items  answered  only  by  employees  or  only  by  supervisors. 
"  "Conmum"  refers  to  items  answered  by  both  employees  and  supervises. 
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Table  4 


GrcHip  Breakouts  Derived  from  &nployec  and  Supoviaory  Questionnaires 


Siqimvisar 
Iton  No. 

Name 

Groiq)  Breakouts 

Concspoodmg 
Enqrloyee  Bern  No. 

A 

Pay  System 

GS  or  Similar,  WG  or  Similar 

A 

B 

Grade 

Bdow  7;  7  to  10;  11  to  12; 

13  and  Above 

B 

C 

Gender 

Male;  Female 

C 

D 

Age 

Below  31;  31  to  41  to  SO; 

51  to  SS;  56  to  60;  over  60 

D 

E 

Race 

Black,  not  Hisp;  Hispanic; 

White,  not  Hi^;  Odier 

F 

F 

Education 

Below  HS;  HS;  Some  coUege/TEC; 
Associate  Deg;  Col.  Deg;  Adv  Deg 

E 

G 

Supervisor 

Level 

1st  line;  2nd  line  and  above 

n/a 

H 

Supervisor 

Status 

Military;  Gvilian 

H 

I 

Hme  Supervised 
Army  Civilians 

Below  3  yrs;  3-5;  6-10; 

11  and  atove 

n/a 

M 

Took  Basic 
Supervisory  Course 

Marked;  Unmarked 

.  n/a 

K 

Service 

Length 

Less  than  6  yrs;  6-10;  11-15; 

16-20;  21  and  Above 

G 

* 

Size  of 

Installation 

Small;  1-999  civilians; 

Medium:  1,000-2,999 

Moderately  large:  3,000-4,999; 
Large:  5,000  and  above 

* 

*  Obtained  from  CPD. 
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supervisor  level  (first  line  or  second  line  and  above),  dine  siqierviaed  Army  civilians,  and 
whether  die  siqiervisor  had  taken  the  Bask  Civilian  Supervisor  Course. 


For  the  groups  defined  in  Table  4,  one-way  analyses  of  variance  were  run  to  test  die 
significance  of  mean  differences  betweoi  die  enqiloyee  groiq)  responses  to  die  unique 
quesdonnaire  itrais  and  conqiosite  variables  in  variable  sets  EA  and  EB  listed  above. 
Similariy,  (me-way  analyses  of  variance  woe  run  cooqiaring  the  supervisor  groiqis  means  on 
the  variables  in  sets  SA  and  SB.  One-way  analyses  oi  variance  were  also  run  on  die  means 
of  variable  sets  SC  and  SD  for  the  three  supovisor  breakouts  for  uriiich  there  were  no 
enqiloyee  counteiparts-supervistv  level,  dine  supervised  Army  civilians,  and  bask 
supervisor  course. 

Two-way  analyses  of  variance  were  run  widi  enqiloyee/supervisor  status  forming  one 
breakout  and  each  of  the  demograi^c  and  job-oriented  factors  in  Table  4  in  turn  forming  the 
otho'  breakout  The  common  single  items  and  ctmqxisitBS  in  variable  sets  EC,  ED,  SC,  and 
SD  were  used  as  the  dependent  variables.  Fot  each  dependent  variable  in  turn,  the  two-way 
analyses  determined  the  significance  of  the  difference  of  the  mean  respmses  between 
employees  and  supervistMS  and  between  the  specific  breakout  groups,  e.g.,  male  vs  female  or 
military  supervisor  vs  civilian  supervise.  The  two-way  analyses  idso  deteimined  the 
significance  of  the  interaction  terms  between  employe^supervisw  status  and  the  other 
breakout  factors.  (An  interaction  term  essentially  measures  whether  there  are  some  means  in 
the  individual  cells  of  the  two-way  analysis  that  have  values  significandy  higher  ot  lower  than 
what  would  be  expected  on  the  basis  of  the  overall  employee/supervisw  and  other  breakout 
factOT  mean  differences). 

As  die  significance  levels  obtained  in  two-way  analyses  of  variance  for  the 
employee/supervisor  mean  comparisons  could  vary  as  a  function  of  the  particular  group 
breakouts*^  used  in  the  analyses,  one-way  analyses  of  variance  were  also  run  to  conqiare  the 
means  of  the  employees  and  supervisors  cm  the  emnmon  variables. 

Altogether,  about  1,000  analyses  of  variance  were  run  conqiaring  the  various  breakout 
groups.  The  mean  values  for  the  br^out  groups  in  each  of  the  variable  sets  are  given  in 
Appendix  C  along  with  the  significance  levels  fiom  the  analyses  of  variance  axiqiaring  the 
differences  among  the  means.  Selected  specific  findings  are  discussed  in  the  Results  section. 

bitercorrelatioiis  Among  the  Variables 

The  intercorrelations  among  selected  variables  in  sets  EA,  EB,  EC,  and  ED  were 
computed  fin*  the  employee  sample.  Similarly,  the  intercorrelations  among  selected  variables 
in  sets  SA,  SB,  SC,  and  SD  were  computed  for  the  supervisor  sample.  These  interctxTelation 
matrices  are  presented  in  Tables  27  and  28  in  the  Results  section. 


The  error  terms  used  in  the  statistical  lest  of  employee/  supervistv  mean  differences  can  be  affected  by  the 
particular  group  breakouts  used  in  the  two-way  malyses  of  variance. 
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RESULTS 


The  Fornation  of  CoDilKMite  Variables 

A  decision  fsced  eaily  in  die  analysis  of  die  FY88  survey  data  was  how  much 
reliance  should  be  ]daced  on  the  item  composites  previously  developed  -  especially  in  light 
the  problems  die  program  evaluators  had  identified.  Anodier  difficulty  was  diat  die 
composites  did  not  include  items  fmn  the  siqqdemental  questionnaire  ~  since  die 
sui^lemental  questionnaire  was  not  initiated  until  FY8S  and  die  conqiosites  were  developed 
in  1980  and  1981.  Since  we  were  developing  item  cooposites  for  future  use  and  the  program 
evaluators  wanted  to  use  items  from  the  supplemental  questionnaire,  this  was  a  signi&ant 
problem.  A  thiid  inoblem  was  die  lack  of  statistical  daOi  documenting  the  woik  condw^  to 
develop  the  existing  conposites.  However,  a  list  was  available  of  the  items  comprising  die 
conposites  diat  emerged  from  die  earlier  aiudyses. 

The  analysis  of  the  FY81  supervismy  quesdemnaire  items  yielded  14  conposites, 
while  13  conposites  were  derived  fimn  the  employee  questimmaire  items.  As  can  be  seen  in 
Table  S,  nine  of  the  composites  wne  qparendy  measuring  die  same  underlying  construct  in 
both  data  sets,  although  foe  items  comprising  foe  supervisor  and  employee  composites  in 
general  were  not  foe  same. 

Closer  examination  of  the  items  conq^ing  the  composites,  however,  indicated  that 
(Hily  two  of  foe  conposites  (foe  supervisor  Labw  Reladotis  and  the  employee  Woridng 
Facilities  cemposites)  were  ampri^  of  items  that  (mly  had  been  assigned  to  one  composite. 
All  the  other  composites  were  comprised  of  items  that  were  also  in  one  or  mote  other 
composites  (see  Table  S).  In  fact,  some  conposites,  e.g..  Information  and  Communications, 
had  no  unique  items.  That  is,  all  foe  items  conprising  these  conposites  had  also  been 
assigned  to  other  conposites.  Of  foe  total  of  128  items  in  the  14  supovisor  composites,  33 
had  been  assigned  to  two  ot  more  composites.  One  item  had  been  assigned  to  five  different 
composites.  Of  the  total  of  116  items  in  the  13  enployee  conposites,  23  had  been  assigned 
to  two  or  more  composites.  Four  items  had  been  assigned  to  four  different  emnposites. 

The  amount  of  overlp  in  foe  item  content  of  the  composites  cast  doubt  in  the  minds 
of  foe  authms  as  to  whether  foe  composites  woe  necessarily  measuring  different  aspects  of 
supervisor  and  employee  perceptions  and  attituefes.  M<xe  information  about  these  conposites 
was  obviously  ne«led  before  trying  to  adapt  them  for  use  in  foe  analyses  of  the  FY  1988 
survey  data. 

Three  additional  analyses  on  foe  FY81  conposites  woe  conducted  using  foe  FY88 
survey  data  to  obtain  composite  scores; 

1)  The  intercorrelations  anxmg  the  conposites  were  conputed; 

2)  foe  items  comprising  each  cmiposite  were  factor  analyzed;  and 

3)  the  Alpha  reliabilities  of  the  conposites  were  obtained. 
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TaUeS 


Overli^,  Dimensioiiality,  and  Reliability  of  Composites  Derived  fnmi  Analyses  of 
FY  81  Survey  Data 


Total 

Ibiiqiie 

No.  of 

Alpha 

Composites 

Uems 

Items 

Facton 

RdUbOity 

Job  and  Wmk 

11 

8 

2 

.82 

Ofganization 

8 

1 

2 

.79 

SiqttfvisOT 

8 

3 

1 

.88 

Co-woiken 

6 

3 

1 

.79 

Organization  &  Assignment  of  Work 

10 

7 

3 

.81 

Information  and  Commutricatkm 

7 

0 

1 

.82 

Placement  and  Promodon  Rnograms 

12 

3 

2 

.84 

Perfoimanoe  Evaluation  Program 

9 

3 

1 

.86 

Training  and  Development  Program 

7 

6 

2 

.76 

Equal  Employment  Opportunity 

10 

7 

2 

.82 

Civilian  Pmscmnel  Office 

7 

0 

2 

.78 

Woking  Facilities 

14 

14 

3 

.87 

Recognitkm  and  Award  Programs 

7 

2 

2 

.75 

116 

57 

Supervisor 

Job  and  Work 

9 

5 

2 

.75 

Organizatioi 

7 

0 

2 

.71 

Supervisor 

10 

0 

1 

.88 

Co-workers  (Subordinates) 

8 

5 

1 

.83 

Top  Management 

10 

0 

1 

.86 

Organizatioi  &  Assignment  of  Work 

8 

3 

3 

.71 

Information  and  Conmunicatioi 

10 

0 

2 

.87 

Ptacement  and  Pronotion  Programs 

11 

5 

3 

.81 

Job  Grading  and  Assignments 

6 

2 

2 

.59 

Disdfdine 

6 

1 

2 

.77 

Labor  Relations 

6 

6 

2 

.98 

Authority 

15 

10 

3 

.94 

Equal  Employment  Opportunity 

6 

1 

1 

.74 

Gvilian  Personnel  Office 

16 

_9 

4 

.89 

128 

47 
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The  inteiconelation  matrices  of  the  composites  are  given  in  Table  6a  and  6b  for  die  employee 
and  supervisor  data,  respectively.  The  Alpha  reliabilities  of  the  c(xiq>osites  and  the  number  of 
factors  obtained  for  each  con^site  in  the  factor  analyses  are  given  in  Table  5. 


Examination  of  the  composite  intercoirelations  in  Table  6a  and  6b  confirmed  the  authors’ 
suspicions  that  many  of  the  OHnposites  would  be  highly  correlated.  Tlw  enq)loyee  composite 
intercorrelations  ranged  from  .34  to  .92,  with  half  the  correlations  at  or  above  .60.  The 
supervisor  ccnnposite  intercorrelations  ranged  from  .30  to  .96  with  30%  of  the  correlations  at  or 
above  .60. 

Not  only  were  the  con^sites  derived  from  the  FY81  survey  fairly  highly  interconelated, 
but  for  the  most  part  the  individual  composites  were  not  unidimensional  in  content  Of  the  27 
employee  and  supervisor  composites,  only  8  proved  to  have  only  one  facttn-  underiying  their  item 
intorcorrelations.'^  About  half  the  composites  are  apparently  measuring  two  factors  ami  6 
composites  may  be  measuring  three  or  four  factors  according  to  the  results  of  the  factor  analyses 
(see  Table  S).  Considering  the  high  intercorrelations  among  the  composites  and  the  extensive 
amount  of  item  overlap,  there  can  be  little  doubt  that  some  of  the  composites  are  measuring  the 
same  underlying  construct  For  example,  the  factor  analysis  of  the  supervisor  composite. 
Organization  and  Assignment  of  Work,  yielded  three  factors  and  the  composite.  Attitudes 
Toward  Information  and  Communications,  yielded  two  factors.  The  items,  "Unclear  who  has 
authority  here"  (S28)  and  "Superviscn*  understands  unit  capabilities"  (S48),  had  their  highest 
loadings  in  both  analyses  on  a  factor  which  seemed  to  be  primarily  a  measure  of  how  well  the 
unit  was  organized  and  run. 

Despite  the  lack  of  unidimensionality,  the  Alpha  reliabilities  of  the  composites  were  fairly 
high,  ranging  from  .59  to  .97  (see  Table  5).  However,  the  number  of  items  making  up  the 
composites  was  deemed  fairly  high.  Almost  half  the  composites  were  comprised  of  nine  or  more 
items. 


Based  upon  the  above  evidence,  the  decision  was  made  not  to  use  the  composites  derived 
from  analyses  of  the  FY81  survey  data  in  further  analyses  of  the  FY88  data.  The  reasons  fen’  not 
using  these  composites  arc  summarized  below: 

1.  There  was  no  available  description  of  the  procedure  used  in  deriving  the 
composites; 

2.  The  composites  did  not  incorporate  any  items  from  the  supplemental  questionnaire 
(these  items  were  considered  important  for  future  civilian  personnel  research  and 
program  evaluation); 


Principal  components  factor  analyses  were  performed  using  iterated  commonality  estimates.  The  number 
of  factors  with  eigenvalues  greater  than  1.0  is  shown  in  Table  S  for  each  composite. 
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Table  6a 

Intercorrelatlons  hmanq  EMployee  Conposites  Derived  fro«  Analyses  of  FY  81  Survey  Data 
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3.  The  cnaposites  did  not  contrituie  t  nt  of  indqwident  meaMaei » then  wu 
considen^  item  oveilap  among  die  conyoeiiBs; 

4.  The  cooqxMiles  tended  to  be  hi^dy  imeicondaied; 

5.  Mott  of  die  conqiosites  were  iqiparendy  not  measuring  one  onderiying  dimension 
or  construct;  and 

6.  A  large  pn^rarticm  of  the  conqiosites  probably  consisted  cd  more  items  dum 
necessary  to  reliably  measure  tte  constructs  involved. 

As  described  in  die  Analytic  Methodology  section,  the  first  step  in  the  itoative  inooedure 
used  to  identify  reliable  item  composites  was  a  series  oi  factor  analyses  (see  Table  2).  The 
second  step  involyed  determination  of  the  Alpha  reliabilities  of  conqmrite  measures  composed  of 
items  with  high  loadings  on  d»  factors  (d)tai^  in  the  initial  factor  analyses.  The  results  oi 
these  analyses  were  quite  encouraging.  Each  of  the  factor  analyses  led  to  the  identification  oi 
two  or  more  composites  that  seemed  to  be  measuring  inqxxtant  content  areas  or  constructs.  In 
addition,  diese  composites  generally  had  respectable  Alp^  reliabilities  (about  .70  or  hi^ier). 
Moreover,  the  results  obtained  from  analyses  of  die  employee  data  base  (enqiloyee  plus 
supplemental  questionnaires)  generally  paralleled  diose  obuuned  from  die  supervisor  data  base 
(supervisory  plus  supplemental  questionnaires)  in^far  as  the  two  sets  of  analyses  involved  items 
of  identical  or  similar  content 

An  example  of  the  parallel  results  obtained  with  the  employee  and  supervisor  data  is 
given  in  Tables  7  and  8  wMch  present  the  rotated  factor  matrices  obtained  fr^  analyses  of  items 
in  the  enqiloyee  and  supervisor  data  that  involved  employecAnana^ment  relationships, 
leadership,  evaluation  of  unit  performance,  and  management’s  concern  fix’  employees.  Across  the 
two  sets  of  data  there  were  15  items  in  common  and  16  items  unique  to  either  the  employee  or 
supervisor  data  set  As  judged  from  the  content  of  the  items  having  high  loadings,  the  same 
three  factors  emerged  in  both  analyses:  Evaluatitm  of  Supervisor,  Evaluation  of  Management 
(general),  and  Supervisor  Support  for  Training  Needs.  The  Alpha  reliabilities  of  composites 
fixmed  from  items  with  high  loadings  on  the  tiuee  factors  are  given  in  Tables  9  and  10  for  the 
employee  and  supervisor  analyses,  respectively.  The  tables  also  identify  the  items  conqxising 
there  preliminary  composites. 

Tables  9  and  10  also  give  the  reliabilities  and  item  content  of  tiie  composites  that 
emerged  from  the  factor  analyses  of  the  employee  and  supervisory  questionnaire  itraas  involving 
retentitm/career  plans,  job  sa^action,  job  importance,  and  skill  utiliration.  The  two  analyses 
involved  27  items  in  commem  and  27  items  unique  to  one  data  ret  or  the  otlm.  The  employee 
factex  analysis  yiekted  12  factors  and  1 1  tentative  composites,  while  the  supervise  analysis 
yielded  8  factors  and  8  suggested  conqiosites  (see  Table  E-C,  Appendix  B).  The  eight  supervisor 
composites  paralleled  eight  of  the  composites  obtained  in  the  enqiloyee  analyses,  while  the 
noncommon  or  unique  employee  items  yielded  the  other  three  composites  (see  Table  S-C^ 
Appendix  B).  Two  of  the  common  composites  -  Imptxtance  of  Job  and  Work,  and  Satisfretion 
with  Health  and  Life  Insurance  -  had  low  Alpha  reliabilities  in  both  the  employee  and  supovisor 
data  rets  and  were  subsequently  dreqiped.  Similarly,  the  unique  employee  factor.  Training  is 
Provided  and  is  Helpful,  was  dtopp^  because  of  low  reliability. 
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Table? 


Rotated  Factor  Loadings  of  Items  Invtdving  Emptoyec/Management  Relationshipa, 
Leadership  Evaluatkxi  oi  Unit  Performance,  and  Managemem  Care  and  Concern  for 
Enqtk^ees  (Eiiq>k^ee  Quesdonnaire) 


Item 

No. 

Abbreviated  Item  Content 

Factor** 

A-I 

A-n 

A-m 

SQ8 

Supervisor  helps  get  me  trng  and  exp.  I  need 

57 

31 

46 

SQ9 

Supv  &  I  discuss  tmgAlev  needs  once  year 

49 

25 

54 

SQIO 

I  have  a  written  IDP 

IS 

18 

71 

SQll 

Got  training  indicated  on  IDP  over  last  year 

18 

24 

70 

SQ18 

Supv  interest  in  employee  welfare 

76 

32 

24 

SQ19 

Supv  is  technically  competent 

70 

27 

15 

SQ20 

Supv  competent  in  people  skills 

77 

31 

18 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

22 

13 

05 

SQ29 

Management  is  competent 

32 

75 

13 

SQ31 

Mgmt  treats  empl  w/respect 

32 

78 

16 

SQ32 

Management  makes  dmely  decisicms 

24 

75 

15 

SQ35 

Mgmt  listens  to  empl  at  my  level 

32 

73 

18 

SQ36 

Management  keeps  employees  informed 

29 

74 

21 

E16 

Informed  about  changes  that  affect  me 

38 

44 

22 

E29 

My  unit  is  efHciently  organized 

44 

45 

17 

E36 

My  work  group  is  well  run 

55 

43 

14 

E40 

Supv  outlined  my  goals/priorides 

66 

32 

22 

E41 

Supv  hard  to  talk  to* 

69 

22 

13 

E42 

Supv  would  take  necessary  correc  action 

53 

28 

13 

E43 

Supv  lets  me  know  how  I  am  doing 

67 

28 

24 

E44 

Supv  encourages  ideas/suggesdons 

73 

27 

19 

E47 

I  have  a  good  supervisor 

86 

25 

12 

E48 

Supv  gives  me  support  I  need 

84 

28 

15 

E56 

Mgmt  concerned  with  civilian  empl 

20 

63 

19 

E63 

Can  get  help  from  drug/alco  prob  here 

12 

21 

06 

*  Item  was  reflected 

**  Decimal  points  omitted 
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Tables 


Rotated  Factor  Loadings  Items  Involving  Enyloyee/Management  Relationships, 
Leadendup  Evaluation  of  Unit  Peiformance,  and  Managraaent  Care  and  Concern  for 
Enqiloyees  (Supervisory  (Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

A-I 

Factor* ** 

A-n 

A-m 

SQ8 

Supv  helps  get  me  training  &  expoience  I  need 

30 

43 

61 

S(Q9 

Supv  &  1  discuss  tmgAlev  needs  once  year 

24 

42 

67 

SQIO 

I  have  a  written  IDP 

19 

15 

63 

SQll 

Got  training  indicated  on  IDP  over  last  year 

22 

13 

62 

SQ18 

Supv  interest  in  employee  welfare 

36 

74 

30 

SQ19 

Supv  is  technically  competent 

30 

68 

22 

SQ20 

Supv  competent  in  people  skills 

34 

76 

21 

SQ21 

Supv  makes  decisions  I  (sh)could  make"' 

28 

20 

13 

SQ29 

Management  is  competent 

73 

34 

15 

SQ31 

Mgmt  treats  empl  with  respect 

75 

32 

19 

SQ32 

Management  makes  timely  decisions 

73 

24 

18 

SQ35 

Mgmt  listens  to  empl  at  my  level 

72 

31 

19 

SQ36 

Management  keeps  employees  informed 

72 

28 

23 

S21 

Mgmt  concerned  about  civilian  empl 

56 

18 

25 

S29 

Feel  free  to  go  to  supv  w/  questions/problems 

33 

53 

22 

S36 

Info  thru  official  channels  accurate 

49 

17 

21 

S47 

My  organization  is  well  run 

62 

23 

19 

S48 

Superiors  understand  unit  capabilities 

57 

40 

22 

S54 

My  supv  keeps  me  informed 

43 

53 

33 

S57 

I  feel  trapped  between  employees  &  management"' 

45 

18 

17 

S60 

I  get  info  needed  to  do  my  job 

54 

22 

28 

*  Item  was  reflected 

**  Decimal  points  omitted 
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Alpha  Reliabilities  of  Eaployee  Questionnaire  Coaposites  Suggested  froa  Initial  Factor  Analyses 
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Alpha  Reliabilities  of  Supervisory  Questionnaire  Cooposites  Suggested  froa  Initial  Factor  Analyses 
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Tables  9  and  10  present  the  component  items  and  Alpha  reliabilities  of  the  remaining 
composites  suggested  by  the  initial  factor  analyres.  The  rotated  factor  matrices  resulting  hnmi 
the  analyses  of  the  employee  and  supervisor  data  are  presented  in  Appendix  B.  As  stated 
earlier,  the  clarity  of  the  obtained  factors  content  and  the  reliabilities  of  the  composites 
formed  on  the  basis  of  the  factorial  results  were  quite  encouraging  —  indicating  that 
meaningful,  reliable  composites  could  be  formed.  Such  composites  could  reduce  considerably 
the  task  of  inteipreting  the  survey  findings  as  well  as  increase  the  definitiveness  of  any 
conclusions  drawn  from  the  examination  of  variable  interrelationships  or  comparisons  among 
personnel  groups. 

Subsequent  factor  analyses,  Alpha  reliability  computations,  and  examination  of 
intercorrelations  among  the  composite  variables  tended  to  confirm  that  reliable  composites, 
measuring  relatively  independent  constructs,  could  be  formed  from  the  survey  items.  The 
additional  factor  analyses  that  were  conducted  on  the  employee  and  supervisor  data  are 
presented  respectively  in  Tables  E-G  to  E-P  and  Tables  S-I  to  S-P  in  Appendix  B.  The 
names,  component  items,  and  Alpha  reliabilities  of  the  finally  derived  composites  are  given  in 
Table  11  for  the  employee  data  and  Table  12  for  the  supervisor  data. 

The  first  eleven  composites  listed  in  Tables  1 1  and  12  are  apparently  measuring 
essentially  the  same  constructs  for  employees  and  supervisors.  In  comparing  the  content  of 
these  composites,  it  can  be  seen  that  in  some  instances  they  have  a  minimal  number  of 
common  items,  e.g..  Fairness  re  Promotion  and  Job  Satisfaction.  In  addition  to  the 
composites  measuring  the  same  constructs,  there  were  seven  composites  that  were  unique  to 
the  employee  data  and  thirteen  that  were  unique  to  the  supervisor  data.  These  composites,  for 
the  most  part,  were  composed  of  items  that  were  unique  to  either  the  employee  or  supervisory 
questionnaire.  The  findings  suggest  that,  had  the  questionnaires  had  more  items  in  common, 
additional  composites  measuring  the  same  underlying  constructs  for  both  employees  and 
supervisors  would  have  emerged  from  the  factor  analyses. 

Selection  of  Variables  for  Further  Analysis  and  Discussion 

In  order  to  limit  the  scope  of  the  analyses,  data  for  a  number  of  items  were  not 
analyzed.  Items  were  selected  for  inclusion  following  the  criteria  specified  on  page  27  in  the 
methodology  section.  Single  items  that  were  dropped  from  further  analyses  are  listed  in 
Table  13.  Altogether,  19  items  from  the  employee  questionnaire,  17  items  from  the 
supervisory  questionnaire,  and  10  items  from  the  supplemental  questionnaire  were  not 
included  in  this  analysis. 

The  large  number  of  variables  analyzed  was  not  conducive  to  succinct  reporting.  The 
authors  decided,  therefore,  to  limit  the  discussions  of  the  results  of  the  group  comparisons  to 
the  findings  obtained  with  30  dependent  variables  —10  variables  common  to  both  the 
employee  and  supervisor  data  sets,  and  10  variables  unique  to  each  data  set.  The  authors 
selected  the  variables  on  the  basis  of  judged  importance  of  item  content  to  Army  civilian 
personnel  policymakers.  The  sample  of  30  items  was  judged  by  the  authors  to  be  sufficient 
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Table  11 


Alpha  Reliabilities  and  Items  Comprising  the  Final  Employee  Ctm^sites 


Compositi 

Component  hams 

Alpha 

ReRabtiity 

ECOMP1 

Evaluation  of  Management  (Geneial) 

SQ»,  31  to  36 

.929 

ECOMP2 

Job  Satisfaction 

El.  2, 17,  20.  22.  24 

.838 

ECOMP3 

Fairness  re  Promotion 

Ell,  54,  55,  75.  TOA 

.844 

ECOMP4 

Evaluation  of  Supervisor 

E40,  43. 44.  47,  48; 
SQ16to20 

.944 

ECOMPS 

Satisfaction  with  Annual  &  Sick  Leave 

SQ2  0.  E 

.892 

ECOMP6 

Importance  of  Pay  A  Various  Benefits 

SQ3AtoF 

.734 

ECOMP7 

Would  Leave  Current  Job  (Go  Inside  Government) 

SQ5AtoC 

.744 

ECOMPS 

Would  Leave  Current  Job  (Go  Outside  Governtrwnt) 

SQ5D,E 

.703 

ECOMPS 

Supervisor  Supports  Trainkig  Needs 

SOeio  11 

.816 

ECOMP10 

Recommends  Employer  Similar  to  Own 

S026to28 

.818 

ECOMP11 

CiviRam  important  to  Managemeivt 

ESS,  64;  SQ37 

.685 

ECOMP12 

Awards  &  Recognition  Given  When  Deserved 

E15.  65.  79C;  SQ23 

.842 

ECOMP13 

Absence  of  inhibitars  to  Good  Job  Perf. 

E4,  8,  9,  10.  13.  21,37 

.774 

ECOMP14 

Satisfaction  with  Toots.  Equipment  &  Supplies 

E78  D,  E 

.822 

ECOMP1S 

CPO  is  helpful 

E49,  59.  72 

.749 

ECOMP16 

Fairness  re:  Oiscipline/Grievanoes/EEO 

E50,  51,58,  62,  79D,  E 

.815 

ECOMP17 

Satisfaction  with  Building  Conditions  &  Facilities 

E78A,  F  to  N 

.866 

ECOMP18 

Unit  is  Efficiently  Organized/Well  Run 

E34,  36.  39 

.754 
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Table  12 


Alpha  Reliabilities  and  Items  Comprising  the  Final  Supervisor  Composites 


Compoaili 

Component  Items 

Alpha 

SCCI»«>1 

Evaluation  of  Management  (Geneial) 

SQ29.  31  to  36 

.020 

SCOMP2 

Job  Satisfaction 

S6,  17,  27 

.775 

SCOMP3 

Fairness  re  Promotion 

SIO,  2S  35 

.810 

SCOMP4 

Evaluation  of  Supeivisor 

S29. 54;  SQ18  to  20 

.886 

SCOMP5 

Satisfaction  with  Annual  and  Sick  Leave 

SQ2D.E 

.806 

SCOMP6 

importance  of  Pay  &  Various  Benefits 

SQ3AtoF 

.680 

SCOMP7 

Would  Leave  Current  Job  (Go  Inside  Government) 

SQSAtoC 

.750 

SCOMP8 

Would  Leave  Current  Job  (Go  Outside  Government) 

SQ5  0.  E 

.736 

SCOMP9 

Supervisor  Supports  Training  Needs 

SQ8to  11 

.821 

SCOMP10 

Recommends  Employer  Similar  to  Own 

SQ26,  27.  28 

.850 

SCOMP11 

Civilians  Important  to  Management 

S21,32:SQ37 

.708 

SCOMP19 

Positive  Eval  of  CPO  re  Gen  Functiorrs 

S43.  44, 46.  56, 62. 

65A  toC 

.842 

SCOMP20 

Positive  Eval  of  CPO  re  Advisory/Counseling  Services 

SeSDtoH 

.807 

SCOMP21 

Has  Time  to  Guide  Subord/Perf  Mgmt  Resp 

S31;SQ42 

.737 

SCOMP22 

Sat  with  Quality  of  Pers  Referrals 

S6.58 

.769 

SCOMP23 

Pos  Eval  by  Supv  of  Subord  Job  Sat. 

S12,59 

.811 

SCOMP24 

Has  A&R  to  SeVChg  Job  Oesc/Stnds 

S64  B,  C.  D,  S64-2.  3. 

4 

.828 

SCOMP2S 

Has  A&R  to  Chg  Unit  Structure 

S64  L;  S64-12 

.755 

SCOMP26 

Has  R  to  Control/Eval  EmpI  Perf 

S64-1.5.  6.  8-11 

.916 

SCOMP27 

Has  A  to  Control/Eval  EmpI  Perf 

S64  A,  E.  F.  H  to  K 

.882 

SCOMP28 

Supervisor  Use  of  Perf  Standards 

S038to41 

.733 

SCOMP29 

Mgmt/Union  Relationship  is  Positve 

S63  A,  C.  D,  F 

.690 

SCOMP30 

Has  Sufficient  Info/Tmg  re:  Unions 

S63B.  E 

.817 

SCOMP31 

Tries  to  get  subord  jobs  graded  high 

SQ43.  45 

.826 
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Table  13 


Qiesti(Huiaiie  Items  Nm  Included  in  the  Analyses 


&nployM  OuMSonnak* 

llwn  No.  Abbrwteted  a»m  Coniwit 

E7  Paitafin  duSaa  ducribad  In  job  daacri|Hlon 

E12  I  uiKlMMand  how  my  fob  grnda  Mt 

E16  bifomMd  about  changoo  ^  aftoet  iM 

E19  I  undBwtandwhaHiaxpacaidof  me 

ESS  Oo  too  much  walk  ebowe  grade  level 

E27  Do  too  much  work  below  grade  level 

ESS  OSen  too  Hole  work  to  keep  busy* 

ESS  My  unit  is  efficisndy  organizad 

E35  Awards  encourage  good  work 

E45  Supervisor  sitoports  suggestion  program 

E4S  Supervisor  neutral  re:  union  membersNp 

E57  Do  rwt  feel  loyalty  to  my  organization* 

E60  Too  many  reorganizations 

ESI  My  organization  good  place  to  work 

E74  Wuk  group  gets  suppM  ham  management 

E78A  Satisiaclion  re:  eating  fadiias 

E78M  Satisfaclion  re:  health  services 


Supervisor  Queatlonnairo 

SI  AblitieB  of  subordinales  well  utilized 

S4  Too  much  red  tape  in  being  a  supervisor 

57  Could  supenrise  more  people  than  do  now 

58  Underst^  how  subordinates'  grades  are  set 

S1 1  Information  thru  official  chanrtels  often  late 

S13  Suggestion  program  improves  efficiency 

SIS  Subordinate  training  improves  job  performance 

SIS  Good  employee  ideas:  re  work  metiKxMprac 

S28  Unclear  who  has  authority  here 

S33  Unit  gels  adequate  support  from  management 

S37  Unit  org  structure  appropriate  for  mission 

540  Some  do  too  much  above  grade  levels 

541  Some  do  too  much  below  grade  levels 

547  My  organization  is  wel  run 

548  Superiors  understand  unit  capabilties 

S5S  Too  many  reorganizations 

S57  I  feel  trapped  between  employment  and  management 


Supplemental  OuestlrNinaire 


SQ4  Type  of  people  daily  work  with 

SQ1 2  I  understand  my  organization's  mission 

SQ16  Career  damaged  if  try  and  fail  sometffing  new 

SQ21  Supervisor  makes  dedsions  I  (shjcould  make 

SQ22  I  would  rather  not  be  a  supenrisor 

SQ25  Exercise  important  to  job  performance 

SQ30  Work  groups  cooperate  with  each  other 

S044  Get  subordfoatas'  jobs  graded  comparable  to  others 

SQ46  Job  deecriptione  are  responsibility  of  Pets.  Office 

SQ49  Red  tape  makes  it  difficult  to  get  empl.  recognition 


to  indicate  major  trends  in  the  mean  differences  anoong  die  various  personnel  groiqM.  The 
ttdiles  in  die  text*^  that  follows  only  present  the  results  obtained  for  the  30  selected 
variables.  Readers  are  encouraged,  towever,  to  examine  the  full  range  of  differences  obtained 
among  the  groups  by  examining  the  tables  in  the  Supplement  to  this  report 

Comparisons  Among  Groups 

As  described  earlier,  the  demographic  and  job-related  group  breakouts  listed  in  Table 
4  were  used  in  making  comparisons  among  different  types  of  enc^loyees  and  supervisors. 

The  results  of  the  analyses  of  variance  that  were  run  to  test  the  statistical  significance  of  the 
obtained  differences  in  means  among  the  groups  are  presented  in  die  Supplement  to  this 
report.  The  means  of  the  subgroups  and  the  number  of  personnel  in  each  subgroup  are  also 
given  in  the  Supplement  tables  along  with  the  results  of  the  statistical  tests. 

The  analyses  of  variance  run  on  the  total  variable  set,  and  even  on  the  reduced  set  of 
30  variables,  involve  a  large  number  of  separate  statistical  tests.  Whenever  large  numbers  of 
statistical  tests  are  run  there  is  a  high  probability  that  at  least  some  of  the  statistically 
significant  results  are  the  result  of  chance  sampling  factors  and  not  the  result  of  inherent 
group  differences.  To  lessen  the  probability  that  any  particular  significant  mean  difference 
obtained  was  really  the  result  of  chance  sampling  factors,  the  authors  decided  to  concentrate 
on  mean  differences  significant  at  the  .001  and  .0001  levels.*^  In  this  regard,  it  should  be 
borne  in  mind  that  a  primary  purpose  of  these  analyses  was  to  identify  broad  trends  in  the 
questionnaire  data  that  differentiate  between  the  various  groups  or  types  of  respondents.  The 
emphasis,  therefore,  is  not  on  the  individual  mean  differences  obtained  or  on  the  values  of  the 
means  themselves. 

The  use  of  the  .001  level  of  significance  does  not  guarantee  that  all  of  the  statistical 
tests  that  came  out  significant  reflect  true  population  differences  between  the  sampled  groups. 
In  the  tables  that  follow,  the  results  of  S39  analysis  of  variance  significance  tests  are  shown. 
With  that  many  tests,  even  if  there  really  were  not  any  population  differences  among  the 
groups  compared,  there  is  about  a  .40  probability  that  one  or  two  of  the  tests  would  turn  out 
signMcant  using  the  .001  level  of  significance.  There  is  about  a  .02'^  probability  that  three 
or  more  of  the  539  tests  of  the  sample  differences  would  turn  out  significant  if,  in  fact,  there 
really  were  not  any  population  differences.  In  other  words,  one  cannot  be  absolutely  sure  that 


Owing  to  the  length  of  these  tables,  they  have  been  placed  at  the  end  of  the  text  in  wdo^  to  facilitate  reading 
of  the  Results  section. 

“  The  tables  at  the  end  of  the  report  and  in  the  Supplentent  give  levels  of  significance:  njs.  s  not  significant 
at  the  .05  level  (P  >  .05);  .05  =  Probability  of  test  statistic  is  between  .05  and  .01  (.05  >  P  >  .01);  .01  = 
Probability  of  test  statistic  is  between  .01  and  .(X)l  (.01  >  P  >  .001);  .001  =  Probability  of  test  statistic  is 
between  .001  and  .0001  (.001  >  P  >  .0001);  .0001  *  Probability  of  test  statistic  is  .0001  ot  below  (P  <  .0001). 

Probabilities  assume  that  each  significance  test  is  independent  of  each  other  test 
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any  particular  test  that  came  out  significant  lefiects  a  true  peculation  difference."  However, 
considering  the  large  number  of  significant  differences  obtained  in  the  tests  we  ran  (see 
Tables  12-24),  and  that  our  goal  was  to  identify  trends  in  the  differences  between  groups 
rather  dian  tt>  dwell  on  any  particular  difference  found,  the  effect  of  any  emxieous  rejections 
of  true  null  hypotheses  on  the  general  inferences  made  concerning  group  trends  is,  in  all 
likelihood,  nil. 

Gmder  Comparisons 

In  general,  male  survey  respondents  tended  to  be  noore  positive  in  their  responses  than 
females.  (See  Table  14  which  presents  comparisons  of  the  responses  of  male  and  female 
supervisors  and  employees  to  the  items  comprising  the  30  selected  questionnaire  variables.) 
For  example,  males  (both  employees  and  supervisors)  expressed  less  willingness  to  leave  their 
current  jobs  for  others  inside  the  government  (Comp7).  Males  also  felt  more  strongly  that 
civilians  were  important  to  management  (Comp  11),  that  top  management  supports  EEO  goals 
(E58,  S38),  and  that  they  planned  to  work  for  the  Army  until  retirement  (E66,  S45).  Male 
supervisors  agreed  more  strongly  that  promotions  were  fair  (SComp3)  and  that  they  were 
adequately  trained  or  prepared  to  be  supervisors  (S22).  Male  employees  agreed  more  strongly 
that  management  was  interested  in  opportunities  for  females  and  minorities  (E73). 

A  notable  exception  to  this  general  trend  involved  the  issue  of  drugs  and  alcohol 
(E32,  S39).  Female  personnel,  especially  supervisors,  disagreed  more  strongly  that  the 
performance  of  some  personnel  was  being  hurt  by  drugs  and  alcohol. 

Age  Comparisons 

As  shown  in  Table  15,  older  personnel  (51  and  above)  were  generally  iTX>re  positive 
about  their  jobs.  They  tended  to  evaluate  management  higher  (Compl),  indicated  less 
inclination  to  leave  their  jobs  (Comp7  &  8),  and  agreed  more  strongly  that  civilians  are 
important  to  Army  management  (Comp  11).  In  contrast,  younger  civilian  personnel  had  low«r 
job  satisfaction  levels  (EComp2,  SComp2)  and  were  not  as  prone  to  say  they  would  remain 
with  the  Army  until  retirement  (E66,  S45).  Employees  who  were  less  than  41  years  old  were 
also  relatively  disaffected  with  their  jobs.  On  the  average,  their  evaluation  of  management 
was  lowest  (Compl)  and  they  agreed  the  least  that  their  supervisor  supports  training  needs 
(Comp9).  Employees  under  age  41  agreed  the  least  that  management  was  interested  in 
opportunities  for  females  and  minorities  (E73).  Similarly,  among  the  supervisors  under  age 
41,  job  satisfaction  was  lowest  (SComp2),  and  evaluation  of  how  the  CK)  performs  its 
general  functions  was  lowest  (SCompl9).  These  supervisors  also  agreed  least  often  that  they 
had  enough  authority  to  fulfill  their  supervisoiy  responsibilities  (S2)  and  that  their 
subordinates  could  get  the  training  that  they  needed  (S24). 


"  In  the  tables  in  the  Supplement  to  this  report,  the  results  of  1743  analysis  of  variance  significance  tests  are 
presented.  Even  if  there  really  were  not  any  population  differences  among  the  groups  compared,  there  is  about  a 
.79  probability  that  one  to  four  tests  would  turn  out  significant  at  the  .001  level.  There  is  about  a  .03  probaMity 
that  five  or  more  of  the  1743  tests  of  sample  differences  would  uun  out  significant  if,  in  fact,  there  really  were 
not  any  population  differences. 
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Racc/National  Origin  Comparisons 

The  differences  among  Army  civilian  personnel  when  grouped  by  race  were  not,  in 
general,  as  clear-cut  as  the  differences  among  the  various  age  groups  or  between  nudes  and 
females  (see  Table  16).  For  example,  there  were  no  significant  differences  among  race 
groups  in  their  evaluation  of  management  (Compl),  whether  their  supervise  supports  training 
needs  (C(xnp9),  their  satisfaction  with  chances  for  promotion  (Ell,  S30),  their  plans  to 
remain  with  the  Army  until  retirement  (E66,  S4S),  and  their  evaluation  of  their  supervisors 
(EComp4,  S(jomp4).  There  were,  however,  distinct  differences  in  average  responses  to  some 
survey  questions.  These  differences,  taken  as  a  whole,  point  to  white  personnel  being  more 
satisfied  with  EEO  practices  than  either  blacks  or  hispanics.  For  example,  whites,  especially 
white  supervisors,  agreed  more  strongly  that  top  management  supports  the  EEO  Program 
(ESS,  S38).  White  employees  agreed  more  strongly  that  management  was  intorested  in 
opportunities  for  females  and  minorities  (E73),  and  white  supervisors  were  more  apt  to  agree 
that  the  promotion  system  was  fair  (SComp3).  Hispanics  tended  to  be  more  satisfied  with 
EEOffaimess  concerns  than  blacks.  On  the  three  variables  mentioned  above  -  management 
support  of  the  EEO  Program,  management  interest  in  opportunities  for  females  and  minorities, 
and  the  fairness  of  the  promotion  system  --  hispanics  had  mote  positive  responses  on  the 
average  than  blacks. 

Grade  Comparisons 

Not  surprisingly,  there  was  a  strong  trend  in  the  data  for  civilian  personnel  in  higher 
grades  to  respond  more  favorably  to  the  survey  items  than  personnel  in  lower  grades.  As 
seen  in  Table  17,  this  trend  held  for  both  employees  and  supervisors.  Personnel  in  higher 
grades  rated  management  higher  (Compl),  indicated  they  would  be  less  apt  to  leave  their 
current  job  for  another  inside  government  (C7),  agreed  more  strongly  that  their  supervisor 
supports  training  needs  (C9)  and  that  top  management  supports  EEO  concerns  (ESS,  S3S), 
were  more  satisfied  with  their  chances  for  promotion  (Ell,  S30),  and  agreed  more  strongly 
that  they  planned  to  remain  with  the  Army  until  retirement  (E66,  S45).  Employees  and 
supervisors  in  the  higher  grades  also  reported  greater  job  satisfaction  (ECk)mp2  and  SComp2) 
and  believed  more  strongly  in  the  fairness  of  the  promotion  system  (EComp3  and  SComp3). 

Higher-grade  employees  reported  that  they  had  better  job  security  (E3),  that 
management  was  more  interested  in  opportunities  for  females  and  minorities  (E73),  and  that 
awards  and  recognition  were  given  when  deserved  (ECompl2).  Higher  grade  employees  also 
agreed  more  strongly  that  new  employees  are  usually  well  qualified  (E3S).  Similarly,  higher 
grade  supervisors  agreed  more  strongly  that  the  CPO  performed  its  functions  well 
(SC!ompl9),  that  they  were  able  to  get  subordinates  training  when  needed  (S24),  and  that  they 
had  enough  authority  to  fulfill  their  supervisory  duties  (S2). 

Education  Comparisons 

In  contrast  to  the  results  described  above  for  the  grade  groups,  the  differences  among 
the  groups  formed  on  the  basis  of  the  education  levels  presented  a  mixed  picture,  with  one 
surprising  exception  -  personnel  with  less  than  a  high  school  education  generally  made  more 
favorable  responses  to  the  survey  items  than  the  other  groups  (see  Table  IS).  Personnel 
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without  high  school  diplomas  had  the  highest  means  on  the  following  variables:  evaluation 
management  (Compl),  civilians  important  to  management  (Conq)ll),  satisfacticm  with 
promotion  chances  (Ell,  S30),  plans  to  remain  with  the  Army  until  retirement  (E66,  S45),  job 
satisfaction  (EComp2  and  SG>mp2),  and  evaluation  of  supervisor  (EComp4  and  SComp4).  In 
the  same  vein,  high  school  nongraduates  had  the  lowest  means,  and  therefcne  the  most 
favorable  responses,  on  the  two  composite  measures  concerned  with  the  likelihood  of  whether 
they  would  leave  their  current  job  (Comp7  and  Comp8). 

Among  the  survey  items  to  which  only  the  employees  responded,  the  high  school 
nongraduates  agreed  the  most  that  the  CPO  was  helpful  (EC^mplS),  that  they  were  able  to 
get  the  training  they  needed  (ES),  and  that  management  was  interested  in  opportunities  fmr 
females  and  minorities  (E73).  Similarly,  supervisors  who  were  not  high  school  graduates 
agreed  the  most  that  they  could  get  their  subordinates  training  when  needed  (S24). 

There  were,  however,  exceptions  to  this  trend  —  on  a  few  variables  high  school 
nongraduates  made  the  most  unfavorable  responses  on  the  average.  They  agreed  least  that  the 
work  they  do  supports  their  organization’s  mission  (SQ13).  They  also  agreed  the  most  that 
there  were  personnel  whose  performance  was  being  hurt  by  drugs  or  alcohol  (E32,  S39). 
Employees  without  a  high  school  diploma  also  indicated  least  agreement  with  the  survey 
item,  new  employees  are  usually  well  qualified  (E38). 

On  each  of  the  three  variables  (work  supports  organization’s  missions,  personnel  hurt 
by  drugs/alcohol,  and  new  employees  are  usually  well  qualified)  cited  above,  in  which  high 
school  nongraduates  had  the  lowest  means,  college  graduates  with  bachelors  and  advanced 
degrees  had  the  highest  means.  College  graduates  also  had  the  highest  means  on  a  number  of 
other  variables:  supervisor  supports  training  needs  (Comp9),  job  security  (E3),  new  employees 
are  usually  well  qualified  (E38),  and  fairness  re:  promotion  (S(Domp3).  On  the  other  hand, 
college  graduates,  especially  those  with  advanced  degrees,  indicated  more  inclination  to  leave 
their  current  job  for  one  outside  government  (Comp8).  They  agreed  least  strongly  that  they 
planned  to  remain  with  the  Army  until  they  retired  (E66,  S45)  and  had  the  lowest  levels  of 
job  satisfaction  (EComp2  and  SComp2). 

There  is  some  evidence  in  the  tabular  data  that  education  level  may  have  nonlinear 
relationships  with  a  number  of  variables.  Close  examination  of  the  means  in  Table  18  reveals 
that  for  some  of  the  variables  where  high  school  nongraduates  made  the  most  favorable 
responses,  college  graduates  had  the  next  most  favorable:  evaluation  of  management  (Compl), 
would  leave  current  job  for  another  one  inside  government”  (Comp7),  and  can  get 
subordinates  training  when  needed  (S24).  Similarly,  on  some  variables  where  college 
graduates  had  the  highest  means,  high  school  nongraduates  had  the  next  highest  mean; 
supervisor  supports  training  needs  (Comp9),  job  security  (E3),  and  fairness  re  promotion 
(SComp3).  Future  analyses  should  address  the  possibility  of  such 
nonlinear  relationships  further. 


On  this  essentially  neptive  variable  (Comp?),  college  graduates  had  the  next  lowest  means. 
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Length  of  Service  Comparisons 

As  in  the  case  of  education  level,  there  is  some  evidence  that  lengdi  of  service  may 
have  significant  nonlinear  relationships  with  a  number  of  survey  variables.  As  shown  in 
Table  19,  the  less  than  six  years  and  the  nxne  than  20  years  of  service  groups  had  die  hig^iest 
means  on  several  variables:  evaluation  of  management  (Ctmqil),  would  leave  current  job  for 
oire  inside  government"  (Comp7),  civilians  are  important  to  Army  management  (Conqill), 
satisfactixm  with  chances  for  preunotions  (Ell.  S30).  job  satisfaction  (EC(»i^2  and 
SComp2),  CPO  is  helpful  (ECompl5),  am  able  to  get  needed  training  (E5),  new  enqiloyees 
get  enough  training  to  do  their  jobs  (E31).  and  adequacy  of  training  or  preparation  to  be  a 
supervisor  (S22). 

There  woe  variables,  however,  where  the  group  means  exhibited  linear  trends.  For 
example,  persormel  with  fewer  years  of  service  were  more  iqit  to  indicate  that  they  would 
leave  their  current  job  for  one  outside  government  (Comp8).  They  also  agreed  less  strongly 
than  personnel  with  more  service  length  that  they  would  remain  with  the  Army  until 
retirement  (E66,  S4S).  However,  employees  with  less  service  also  felt  more  strongly  that  the 
pronootion  system  was  fair  (EComp3).  In  addition,  they  tended  to  evaluate  their  supervisors 
more  highly  (EComp4). 

Supervisors  with  more  service,  on  the  other  hand,  responded  more  favorably  on  a 
number  of  items  than  their  counterparts  with  fewer  years  of  service.  Supervis(»s  with  21  or 
more  years  of  service  had  the  highest  means  on  these  variables:  fairness  re:  promotimi 
(SComp3),  positive  evaluation  of  how  well  the  CPO  carries  out  general  funedons  and  handles 
advisory  and  counseling  services  (SCompl9  and  SComp20),  satisfaction  with  the  quality  of 
personnel  referrals  (SComp22),  has  enough  authority  to  fulfill  supervisory  duties  (S2),  and 
can  obtain  needed  training  for  subordinates  (S24).  As  a  whole,  tiie  noore  senior  (in  terms  of 
length  of  service)  supervisors  apparently  felt  more  satisfied  with  the  civilian  personnel  system 
than  did  supervisors  with  fewer  years  of  service. 

Pay  System  Comparisons 

With  a  few  notable  exceptions,  the  means  of  GS  personnel  were  generally  higher  on 
the  positive  side  than  the  means  of  WG  personnel.  (The  means  of  the  General  Schedule 
(GS/GM)  and  similar  and  Wage  Grade  (WG)  and  similar  personnel  on  the  30  select  variables 
are  presented  in  Table  20.)  GS  personnel  had  significantly  higher  means  for  the  following 
variables  available  for  both  employees  and  supervisors:  evaluation  of  management  (Compl), 
would  leave  current  job  for  one  inside  government*’  (Comp7),  supervisor  supports  training 
needs  (Comp9),  satisfaction  with  chances  for  promotion  (Ell,  S30),  there  are  personnel 
whose  performance  is  hurt  by  drugs  and  alcohol  (E32,  S29  reflected),  and  the  work  I  do 
supports  my  organization’s  mission  (SQ13).  Anxing  the  employee  resptmdents  to  the  survey. 


”  On  this  essentially  negative  variable  (CompT),  the  less  than  six  years  and  more  than  20  year  groups  had  the 
lowest  means. 

”  On  this  essentially  negative  variable  (Comp7),  GS  personnel  had  the  lower  means. 
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the  GS  enq[^k>yees  had  more  favorable  respcmses  on  the  average  about  fairness  re:  promotion 
(ECcmipS),  evaluation  of  supervise  (EG}nq>4),  awards/irecognititm  given  when  deserved 
(ECon^>12),  job  security  (E3),  and  new  employees  are  usually  well  qualified  (E38).  The  GS 
supCTvisors  agreed  nx»e  stnmgly  that  they  could  get  their  subordinates  training  vdien  needed 
(S24). 


As  mentioned  above,  there  were  excepdtms.  For  example,  GS  personnel  indicated 
that  they  would  be  more  q)t  to  leave  their  current  job  fw  one  outside  the  govemnoent 
(QnnpS);  they  agreed  less  strongly  on  the  average  than  did  WG  personnel  that  civilians  were 
important  to  Army  management  (Compl  1)  and  that  they  planned  to  remain  with  the  Arn^ 
until  retirement  (E66,  S4S).  WG  employees  indicated  higher  levels  of  job  satisfaction  on  the 
average  than  GS  employees  (EComp2).  GS  gave  lower  evaluations  on  the  average  than  did 
the  WG  supervisors  of  the  way  in  which  CPO  provides  advisory  and  counseling  services 
(SComp20). 

Size  of  Installation  Comparisons 

Periiaps  the  most  prevalent  trend  in  the  comparisons  of  the  responses  of  civilian 
personnel  working  at  different  size  installations  is  the  generally  less  positive  responses  of 
personnel  in  installations  having  3000-4999  Anny  civilian  employees.  The  mean  responses  to 
the  survey  items  were  fairly  consistently  lower  for  these  personnel  than  for  personal  from 
the  other  installation  size  groups  (see  Table  21).  lliis  trend  was  evidenced  in  both  the 
employee  and  supervisor  data.  Of  the  variables  based  on  identical  employee  and  supervise 
’  items,  the  following  had  significantly  different  means  across  the  installation  size  groups,  with 
the  lowest  mean  being  obtained  for  personnel  from  installations  with  3(XX)-4999  civiliw 
employees:  evaluation  of  management  (Ck)mpl),  would  leave  current  job  for  one  inside  the 
government^  (Comp7),  supervisor  supports  training  needs  (Comp9),  civilian  personnel  are 
important  to  Army  management  (Compl  1),  satisfaction  with  chances  for  promotion  (Ell, 
S30),  the  performance  of  some  staff  members  is  being  hurt  by  drugs  and  alcohol  (E32,  S39 
reflected),  and  top  management  supports  the  EEO  Program  (ES8,  S38). 

The  same  pattern  held  for  variables  composed  of  items  unique  to  either  the  employee 
questionnaire  or  the  supervisory  questionnaire.  Employees  from  installations  with  3(X)0-4999 
Army  civilian  employees  had  the  least  favorable  responses,  on  the  average,  on  the  following 
variables:  fairness  re:  promotion  (EComp3),  evaluation  of  supervisor  (E(^mp4), 
awardsAecognition  given  when  deserved  (ECompl2),  the  CPO  is  helpful  (ECk>mplS),  job 
security  (E3)  and  new  employees  are  usually  well  qualified  (E38).  Supervisors  frxHn 
installations  with  3000-49^  civilian  employees  had  the  lowest  means  on  these  variables: 
fairness  re:  promotion  (SComp3),  positive  evaluation  of  CPO  handling  of  its  general  functions 
(SCompl9),  and  can  get  subordinates  training  when  needed  (S24). 

For  over  half  of  the  variables  listed  above,  personnel  from  small  installations 
(installations  with  less  than  1,(XX)  Army  civilians)  had  the  most  favorable  average  responses. 


^  On  this  essentially  negative  variable  (Q)inp7),  personnel  from  installations  having  3000-4999  civilian 
employees  had  the  highest  means. 
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Fenonnel  fitom  medium  sized  installations  (1000-2999  civilians)  generally  had  the  next  most 
favoraUe  reqxmses,  followed  by  personnel  from  extra  large  installations  (5000  and  above 
civilians). 

There  was  one  notable  exceptitm  to  the  trend  described  above:  personnel  from  the 
large  and  extra  large  installations  agreed  mcxe  strongly  that  they  plaimed  to  remain  with  the 
Army  until  they  retired  (E66,  S45). 

Comparisons  Between  Personnel  l^th  Civilian  and  Military  Supervisors 

There  is  a  relatively  clear  trend  in  the  data  comparing  the  survey  responses  of 
personnel  whose  supervisors  are  Army  civilians  with  the  responses  of  personnel  whose 
supervisors  are  in  the  military  ••  personnel  with  military  supervisors  generally  made  rrxxe 
favorable  resptmses  (see  Table  22).  Fot  example,  personnd  (both  en^loyees  and  supervisors) 
with  military  supervisors  evaluated  management  higher  on  the  average  (Qxnpl).  They  also 
agreed  more  strongly  that  top  management  suppcnts  the  EEO  Program  (ESS,  S38)  and  that  the 
work  they  did  supports  their  organization’s  mission  (SQ13).  Furthermore,  persoiuiel  witii 
military  supervisors  did  not  agree  as  strongly  as  personnel  with  civilian  supervisors  that  there 
were  staff  whose  perfcmnance  was  being  hurt  by  drugs  or  alcc^ol  (E32,  S39  reflected). 

Employees  with  military  supervisors  evaluated  their  supervisors  higher  cm  the  average 
than  did  employees  with  civilian  supervisors  (E(}omp4).  They  also  agreed  mme  strongly  that 
awards  and  recognition  were  given  when  deserved  (ECompl2),  that  they  had  good  job 
security  (E3),  and  that  new  employees  were  usually  well  qualified  (£38). 

Supervisors  who  had  military  supervisors  had  higher  levels  of  job  satisfaction  on  the 
average  than  did  supervisors  with  civilian  supervisors  (SComp2).  They  agreed  more  strongly 
that  they  had  enough  authority  to  fulfill  their  supervisory  duties  (S2).  In  addition,  supervisors 
with  military  supervisors  agreed  more  strongly  on  the  average  that  they  were  adequately 
trained  to  be  a  supervisor  (S22)  and  that  they  could  get  their  subordinates  training  when 
needed  (S24). 

There  were  several  notable  exceptions  to  the  general  trend  favming  military 
supervisors.  Personnel  with  civilian  supervisors  felt  that  civilians  were  more  important  to 
Army  management  (Comp  11).  Personnel  with  civilian  supervisors  were  also  more  satisfied 
with  their  chances  for  promotion  (Ell,  S30)  and  agreed  more  strongly  that  they  plarmed  to 
stay  with  the  Army  until  retirement  (E66,  S45). 

Comparisons  Among  Supervisors 

The  sampled  supervisors  were  divided  into  three  sets  of  subgroups:  1)  supervisors 
who  were  first  line  supervisors  vs  those  who  were  second  line  and  above;  2)  superviscns  who 
had  taken  the  Basic  Civilian  Supervisor  Course  vs  those  who  had  not;  and  3)  supervisors  who 
had  supmised  Army  civilians  less  than  3  years,  from  3  to  5  years,  from  6  to  10  years,  and 
over  10  years.  As  coir^arisons  among  these  groups  could  only  be  accomplished  using 
variables  taken  from  the  supervisor  data  base,  the  description  of  the  results  given  below  is 
based  on  20  of  the  30  selected  variables. 
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.  There  wu  a  very 

strong  trend  in  the  data  for  second  line  and  above  supervisors  to  req>ond  to  the  questionnaire 
items  more  favorably  than  fint  line  supervises.  TIm  differeiKXS  between  the  means  of  the 
two  groups  were  hi^y  significant  stadsticaliy  (.001  level  or  below)  for  17  out  of  the  20 
variables  (see  Table  23).  In  16  out  of  the  17  cases,  the  more  positive  responses  were  made 
by  the  seccmd  line  and  above  supervisors.  Fm*  example,  second  line  and  above  supovisors 
had  higher  means  on  the  following  variables;  evaluatimi  of  management  and  their  own 
supervisors  (SConq)!  and  S(^omp3),  satisfaction  with  their  jobs  ami  chances  fw  promotion 
(SCon(q)2  and  SComp4),  evaluation  of  the  CPO  re:  general  functions  and  providing 
advisoiy/counseling  services  (SCompl9  and  S(2omp20),  their  authority  to  fulfill  their  duties 
(S2),  and  the  training/preparation  they  received  to  be  a  supervisor  (S22).  The  only  variable  in 
which  first  line  supervisors  made  distinctly  more  favwable  responses  on  the  average  was  S39 
reflected,  there  are  people  whose  performance  is  being  hurt  by  drugs/alcohol. 

Took  Supervisor  Course  vs  Did  Not  Take  Course.  In  contrast  to  the  differences 
between  first  line  supervisors  and  second  line  and  above  supervisors,  there  were  few 
significant  differences  between  those  who  took  the  basic  Civilian  Supervisor  (bourse  and  those 
who  did  not  (see  Table  24).  The  most  statistically  significant  differences  involved  the 
evaluation  of  the  CPO  and  the  supervisor’s  own  training/preparation  to  be  a  supervisor. 
Supervisors  who  took  the  course  gave  more  favorable  evaluations  of  the  way  in  which  the 
Cro  handled  general  functions  and  advisory  and  counseling  services  (SCompl9  and 
SComp20).  Supervisors  who  took  the  course  agreed  more  strongly  that  they  were  adequately 
trained  or  prepared  to  be  supervisors.  Supervisors  who  took  the  course  also  agreed  more 
strongly  that  foeir  own  supervisors  support  their  training  needs  (SCjomp9)  and  they  were  more 
satisfied  on  the  average  with  the  quality  of  personnel  referrals  (SComp22). 

Time  Supervised  Army  Civilians.  As  perhaps  could  be  expected  from  the  results 
cited  earlier  concerning  first  line  vs  second  line  and  above  supervisors,  supervisors  with  over 
ten  years  of  experience  supervising  Army  civilians  made  more  favorable  survey  responses  in 
general  than  supervisors  with  less  supervisory  experience  (see  Table  25).  Supervisors  witii 
over  ten  years  experience  gave  the  most  favorable  responses  on  the  average  to  the  following 
variables:  evaluation  of  management  (SCompl),  would  leave  current  job  for  one  inside  the 
government  (SComp7),  supervisor  supports  training  needs  (SComp9),  top  management 
supports  the  EEO  Ingram  (S38),  plan  to  remain  with  the  Army  until  retirement  (S45),  job 
satisfaction  (SComp2),  fairness  re:  promotion  (SComp3),  positive  evaluation  of  the  CPO  re 
general  functions  and  providing  advisory/counseling  services  (SComp  19  and  SComp20), 
enough  authority  to  fulfill  supervisory  duties  (S2),  adequacy  of  training/preparation  to  be  a 
supervisor  (S22),  and  can  get  subordinates  training  when  needed  (S24). 

Interestingly,  on  the  variables  where  the  mean  responses  were  significantly  different 
but  the  supervisors  with  over  ten  years  supervisory  experience  ^  not  have  the  highest 
means,  the  most  favorable  responses  were  made  by  the  supervisors  with  less  than  three  years 
experience.  Supervisors  with  less  than  three  years  supervisory  experience  agreed  most 
strongly  that  they  were  satisfied  with  their  chances  for  promotion  (S30).  They  also  gave  their 
supervisors  the  highest  evaluations  on  the  average  (SComp4).  The  pattern  of  means  on  this 
last  variable  (SComp4)  and  other  variables,  eg.,  evaluation  of  management  (SCompl),  job 
satisfaction  (SComp2),  and  supervisor  supports  training  needs  (SComp9)  suggests  that  for 
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some  variables  these  may  be  a  nonlinmr  lelatioiiship  between  years  of  siqwrviaosy  eaqperieooe 
and  favoraUeness  of  response.  This  possit^ty  slxMld  be  exitoed  in  future  analyses. 


Emptoycc/Suparviaor  CtMnparisons 

With  a  few  exceptions,  supervises  responded  moie  favorably  to  the  survey  itrau  than 
did  en:q)ioyees.  This  trend  can  be  seen  in  Table  26,  which  presents  die  mean  responses  of  the 
sanqiled  en^loyees  and  supervises  on  all  the  cenmon  composites  and  common  single  items 
that  made  up  tte  questionnaires.  Some  of  die  variables  on  which  the  supervises  had  higher 
means  were  evaluation  of  management  (Corral),  satisfactiei  with  annual  and  skk  leave 
(CompS),  supervise  suppets  training  needs  (Ceiq}9),  plan  to  remain  with  Army  until 
retirement  (E66,  S4S),  age  will  not  affect  prenotion  chances  (E67,  S49),  satisfaction  with 
chances  fe  prenotion  and  with  the  retirement  plan  (Ell,  S30  and  S(^Q,  understand  how 
the  performar^  appraisal  system  works  (SQ6),  and  assignments  and  training  prepare  me  fe 
advancement  (SQ17). 

As  mentioned  above,  there  were,  however,  some  exceptions  to  the  general  trend  far 
supervisors  to  respond  more  favorably  than  employees.  On  the  average,  eriqiloyees  rated  the 
importance  of  pay  and  various  benefits  higher  dian  did  supervises  (Comp6).  They  indicated 
more  willingness  to  recommend  an  employer  similar  to  dwir  own  (ComplO).  Employees 
were  more  satisfied  with  their  health  insurance  than  supervisors  (SQ2A).  En^loyees  also 
agreed  more  strongly  that  medals  were  as  important  as  cash  awards  (SQ24). 

Correlations  Among  Demographic  Variables 

The  intercorrelations  among  the  demographic  variables  used  to  form  the  various 
subgroups  contained  few  surprises.  Tables  27  and  28  present  these  intercorrelation  for  the 
employees  and  supervisors,  respectively.”  As  might  be  expected,  there  wm  high 
correlations  in  boA  matrices  between  grade  and  education  and  between  age  and  length  of 
service.  These  correlations,  which  average  about  .50  for  the  employees  and  supervisors, 
reflect  basic  Federal  personnel  trends  -  more  highly  educated  personnel  tend  to  achieve 
higher  grades  and  people  tend  to  stay  with  the  Federal  Gvil  Service,  especially  as  they  begin 
to  near  retirement  age. 

Education  and  pay  system  were  also  fairly  highly  related  in  both  the  employee  and 
supervisor  samples  (the  average  correlation  was  about  .40).  GS  and  similar  employees 
generally  have  higher  education  levels  than  WG  and  similar  employees. 


”  The  number  of  cases  entering  into  the  computation  of  the  various  corrdation  coefikients  varied 
depending  upon  the  number  of  cases  which  had  missing  data  for  the  particular  variable  pair.  Most  of  the 
correlations  obtained  from  the  employee  data  base  were  based  on  5,600  or  mote  cases.  With  5,600  cases,  a 
ctnrelation  of  .044  or  mote  is  significant  at  the  .001  level  (two-tailed  test).  Most  of  the  supervisor  correlations 
were  based  on  3,000  or  more  cases.  With  3,000  cases,  a  correlation  of  .060  or  imne  is  significant  at  the  .001 
level 
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Correlation  Matrix  for  Selected  Employee  Variables 
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Correlation  Matrix  for  Selected  Eaployee  Variables 
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Correlation  Matrix  for  Selected  Supervisor  Variables 
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Correlation  Matrix  for  Selected  Supervisor  Variables 
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Both  gender  and  race  were  also  related  to  grade.  Females  and  minorities  tended  to 
have  lower  grades  than  males  and  whites.  But  females  and  minorities  also  tended  to  have 
lower  educatitm  levels  and  service  length  and  to  be  younger  than  males  and  whites.  (Service 
length  and  age  wm  positively  related  to  grade  in  both  the  employee  and  supervisor  samples.) 
Whether  or  not  the  grade  differences  between  females  and  males  and  between  minorities  and 
whites  can  be  explained  by  the  generally  lower  education  and  age  levels  and  shorter  length  of 
service  of  female  and  minority  personnel  will  be  determined  in  future  multivariate  analyses. 

Correlations  Among  Selected  Personnel  Management  Variables 

In  general,  for  both  the  employees  and  supervisors,  the  variables  that  reflect  sound, 
effective  management  were  highly  correlated  among  themselves  and  with  job  satisfaction. 
Tables  27  and  28  present  the  intercorrelations  among  selected  variables  for  the  employees  and 
supervisors,  respectively.  The  variables,  evaluation  of  management,  evaluation  of  supervisor, 
and  civilians  important  to  management  had  intercorrelations  about  .65  on  the  average.  These 
variables  were  also  highly  related  to  employee  and  supervisor  job  satisfaction.  Their  average 
correlation  with  job  satisfaction  was  about  .50.  Similarly  high  correlations  were  obtained  for 
employees  and  supervisors  by  the  three  management  variables  with  perceived  fairness  re 
promotion,  with  would  recommend  an  employer  similar  to  one’s  own,  and  with  supervisor 
supports  training  needs. 

Job  satisfaction  was  also  highly  correlated  with  fairness  re  promotion  and  would 
recommend  an  employer  similar  to  one’s  own  (average  correlation  was  about  .50  for 
employees  and  supervisors).  As  might  be  expected,  the  variables,  job  satisfaction  and  would 
recommend  an  employer  similar  to  own,  were  both  highly  correlated  with  plan  to  remain  with 
Army  until  retirement  (average  correlation  about  .35  for  employees  and  supervisors).  Among 
the  supervisors,  job  satisfaction  was  highly  correlated  with  having  enough  authority  to  fulfill 
supervisory  duties  and  with  satisfaction  with  chances  for  promotion.  While  among 
employees,  job  satisfaction  was  highly  related  to  whether  awards  and  recognition  were 
perceived  as  given  when  deserved  and  whether  supervisors  support  training  needs. 

Other  strong  relationships  can  be  found  in  Tables  27  and  28.  For  example,  positive 
evaluations  of  the  CPO  are  seen  to  be  related  to  evaluation  of  management,  civilians 
important  to  management,  and  fairness  re  promotion  (average  correlation  about  .45).  Fairness 
re  promotion  and  the  two  management  variables  are  also  highly  correlated  with  the  perception 
that  management  supports  the  EEO  program,  as  is  job  satisfaction. 
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DISCUSSION 


The  many  differences  among  employee  and  supervisor  groups  fmind  in  the  analyses 
are  open  to  a  large  number  of  inteipretadons.  Interpretation  problems  are  particularly 
bothersome  in  examining  results,  like  the  present  research,  in  which  a  large  number  of 
variables  or  characteristics  are  measured  at  one  point  in  tinoe  and  then  related  to  one  anotha- 
essentially  in  variable  pairs.  In  this  regard  it  should  be  borne  in  mind  also  that  some  of  the 
mean  differences  found  between  the  various  demographic  groups  could  be  reflecting  in  part 
differences  in  other  variables  (either  measured  or  utuneasured)  that  differentiate  the 
demographic  groups.  For  example,  if  higher  percentages  of  females  work  in  units  that  have 
military  supervisors  or  are  assigned  to  military  work  groups,  the  differences  obtained  between 
males  and  females  could  in  part  reflect  differences  in  supervisor  and  unit  type  (see  Stawarski, 
Smith,  Kilcullen,  and  Rigby,  1992).  However,  as  stated  at  die  outset  of  this  report,  it  was  not 
the  intent  of  the  authors  to  try  to  rigorously  explain  the  results  obtained.  Later  analyses  will 
involve  multivariate  models  in  which  hypothesized  relationships  among  the  variables  are 
explicitly  tested.  As  additional  survey  data  become  available  from  later  administrations  of  the 
Anny  civilian  survey,  these  models  will  be  tested  further. 

The  broad  differences  among  some  groups  of  employees  and  supervisors  described  in 
the  Results  Section  warrant  further  investigation.  The  factors  behind  the  generally  more 
positive  answers  to  the  survey  items  given  by  male  respondents,  for  example,  need 
elucidation.  As  a  group,  male  employees  and  supervisors  on  the  average  have  higher  grades, 
are  older,  and  have  more  education  than  female  personnel.  Personnel  at  higher  grades  or  who 
are  older  tended  also  to  respond  more  positively  to  the  survey  questions.  An  interesting 
question  here  is  whether  the  males  and  females  begin  their  employment  at  the  same  general 
perceptual/attitudinal  levels  and  then  have  differential  experiences,  or  whether  from  the  outset 
the  views  of  the  males  are  more  positive.  However,  to  answer  this  type  of  question, 
longitudinal  or  cross-sectional  attitude  data  are  needed  immediately  on  entry  to  Army 
employment  --  as  well  as  after  employment  with  Army  for  a  few  years.  This  type  of 
information  is  needed  to  determine  if  interventions  are  needed,  and  if  so,  what  type.  For 
example,  if  the  more  negative  views  of  the  females  about  EEO  matters  reflect  personal  on- 
the-job  experiences,  then  steps  to  address  their  concerns  should  be  undertaken. 

Similarly,  the  differences  found  among  the  age  groups  should  be  addressed.  Younger 
personnel  had  lower  job  satisfaction  levels  and  apparently  would  be  more  willing  to  leave 
their  current  jobs  than  older  personnel.  More  educated  employees  also  expressed  more 
willingness  to  leave  their  jobs.  These  differences  may  be  caused  by  a  variety  of  factors  not 
measured  by  the  questionnaires,  e.g.,  the  "pay  gap"  or  lack  of  pay  comparability  between 
white  collar  jobs  in  the  Federal  and  private  sectors  (Risher,  1989),  the  transportability  of 
pensions  under  the  Federal  Employment  Retirement  System  (which  is  the  retirement  system 
for  many  younger  civilians  and  the  retirement  system  for  all  civilians  hired  into  the  Federal 
government  after  1983)  or  differences  among  civilians’  actual  —  or  perceived  —  job 
opportunities  in  the  private  sector. 

Policies  and  programs  to  attract  and  retain  skilled  employees  and  supervisors  in  order 
to  develop  a  future  cadre  of  competent  Army  civilians  is  an  obvious  must  for  Army, 
especially  considering  the  current  turnover  within  the  Federal  government  and  the  outlook  for 
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the  future.  A  recent  report  (Van  Rijn,  1989)  showed  that  turnovo-  was  high  for  certain 
occupational  groups  (e.g.,  clerical  and  medical)  and  that  there  was  a  curvilinear  relation 
between  turnover  rate  and  years  of  service  -  with  high  turnover  in  employees  with  a  few  years 
of  service  (resignations)  and  employees  with  many  years  of  service  (retirement).  Projected 
changes  in  the  demogtsqdiics  of  the  national  work  force  point  to  shortages  in  some  occupations 
and  die  need  for  employers  to  emphasize  retention  of  older  employees.  In  addition,  by  the 
year  2000,  Federal  agencies  will  have  lost  the  benefit  of  the  Federal  prasion  as  a  key  retention 
factor  for  many  of  their  employees  since  the  new  pmsicMi  is  tran^rtable  to  private  industry. 
An  understanding  of  intangible  aspects  of  the  job  (e.g.,  causes  for  changes  in  employee 
attitudes  across  time)  will  be  imperative.  Thmfore,  Army  should  investigate  these 
relationships  and,  in  fact,  has  already  decided  to  collect  some  of  the  data  needed  as  a  part  of 
the  FY90  survey,  e.g.,  the  respondent’s  occupation  and  type  of  pension  system.  However, 
some  of  the  other  questions  such  as  whether  younger  personnel  who  do  leave  tend  to  be  high^ 
in  quality  or  more  or  less  competent  than  the  ones  who  remain,  will  be  much  more  difficult  to 
investigate.^ 

The  fact  that  differences  between  the  survey  respondents  when  broken  out  by  racial 
group  was  not  as  clear-cut  as  the  differences  between  groups  brolren  out  by  sex,  age,  and 
education  is  encouraging,  but  does  not  indicate  a  lack  of  problems  in  this  area.  Blacks  and 
hi^panics  were  not  as  satisfied  about  £EO  practices  as  whites.  Blacks,  especially,  agreed  less 
strongly  that  management  supports  the  EEO  program  and  management  is  interested  in 
opportunities  for  females  and  minorities.  Whether  this  tnidency  is  particularly  prevalent 
among  black  females  or  other  specific  racial/gender/age/education  groups  should  be 
determined.  Taking  positive  st^s  that  will  dispel  doubts  about  management  commitment  to 
the  EEO  Program  in  specific  target  groups  should  perhaps  be  an  Army  priority  item.  This  is 
especially  true  since  population  projection  (Johnston,  1987  and  1988)  indicate  that  the  future 
U.  S.  workforce  will  have  larger  proportions  of  youthful  racial  minorities  and  females  than  it 
currently  does  and,  therefore,  the  Army’s  EEO  image  may  be  critical  to  recruiting  and 
retaining  civilians.  For  example,  in  a  Umited  number  of  personal  and  telq)hone  individual 
interviews  conducted  for  another  project,  several  women  indicated  that  fairness  in  selection 
and  other  aspects  of  EEO  was  an  attractive  feature  about  Federal  employment. 

The  finding  that  the  employee  and  supervisor  groups  with  21  or  more  years  of  service 
generally  made  more  positive  responses  to  the  survey  items  than  individuals  with  7  to  20  years 
of  service  raises  severed  issues.  Is  this  the  result  of  attrition,  where  relatively 


For  exaiiq>Ie,  problems  will  be  encountered  in  measuring  quality.  The  usefulness  of  official 
performance  evaluations  may  be  limited  since  the  distribution  of  ratings  is  skewed  (Van  Rijn,  1989;  Departmemt 
of  Army,  1989  and  1990)  and  other  measures,  e.g.,  the  relationship  between  the  job  requirements  and  the 
person’s  skills,  which  the  General  Accounting  Office  (1988)  recornmnided,  would  be  extremely  difficult  and 
expensive  to  iiiq)ienient.  At  the  current  time,  numerous  organizations  are  researching  the  assessment  of  quality  in 
Federal  civilian  employees.  For  example,  PERSCOM  has  developed  the  Intern  Intake  Survey  which  will  be  used 
to  study  the  quality  of  Army  interns;  the  Office  of  Personnel  Management  and  the  Merit  Systems  Protection 
Board  have  jointly  established  an  Advisory  Committee  on  Federal  Workforce  Quality  Assessment;  and  the  Office 
of  Persoimel  Maiugemrat  is  examining  the  differences  between  official  (or  administrative)  and  research 
performance  evaluations. 
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disaffected  en^loyees  tend  to  leave  the  Federal  service?  It  would  seem,  however,  that 
negative  changes  do  not  usually  occur  in  their  early  career,  since  individuals  with  6  or  less 
years  of  service  often  had  higher  means  on  key  variables,  e.g.,  job  satisfaction,  than  the 
intermediate  groups.  It  almost  seems  as  if  some  disillusionment  may  be  taking  place  after  an 
initial  period  of  Rderal  service.  Later  on,  after  20  years  of  service,  job  incumbents  may  have 
either  lowered  their  expectations  or  have  become  more  satisfied  with  their  current  positions. 
The  factors  underlying  the  initial  decline  in  positive  job  response  rates  clearly  need  to  be 
determined  as  large  numbers  of  Army  civilian  personnel  have  6  to  20  years  of  service. 

The  differences  obtained  between  the  GS  and  WG  employees  did  not  present  a 
consistent  picture.  In  comparison  to  GS  employees.  WG  employees,  in  gener^,  are  less  well 
educated,  gave  lower  evaluations  of  management,  more  often  felt  their  supervisor  did  not 
support  their  training  needs,  and  felt  they  had  less  job  security.  On  the  other  hand,  WG 
employees  indicated  higher  levels  of  job  satisfaction,  on  the  average,  and  agreed  mme 
strongly  that  they  planned  to  remain  with  the  Army  until  retirement  The  explanation  for  this 
apparent  inconsistency  may  lie  in  the  characteristics  of  wage  grade  jobs.  The  availability  of 
blue  collar  jobs  is  declining  nationally  (Johnston  and  Packer,  1987),  which  may  account  fcnr 
the  WG  employees*  stronger  intention  to  remain  with  Army.  A  major  factor  in  the  greater 
job  satisfaction  for  WG  employees  may  be  that  blue  collar  skills  are  easier  to  identify  and 
match  to  the  job  -  thus  resulting  in  better  skills  utilization.  Another  explanation  may  lie  in 
the  fact  that  WG  employees  less  frequently  had  military  supervisors.  Employees  with  civilian 
supervisors  generally  gave  management  and  their  supervisors  lower  evaluations,  but  they 
agreed  more  strongly  that  they  planned  to  remain  with  the  Army  until  retirement  Of  course, 
this  explanation  doesn’t  address  why  the  employees  with  civilian  supervisors  had  a  somewhat 
inconsistent  pattern  of  results  in  the  first  place.  Future  analyses  should  address  this  problem 
by  examining  more  closely  the  differences  between  WG  and  GS  employees  and  their  military 
and  civilian  supervisors. 

The  generally  less  positive  responses  received  from  employees  in  installations  having 
3000-4999  employees  likewise  should  be  addressed  through  further  analyses.  An  examination 
of  the  types  of  installations  in  this  category  revealed  that  they  were  frequently  depots  and 
troop  support  installations  which,  by  the  nature  of  their  mission,  have  primarily  lower  skilled 
jobs.  Therefore,  these  installations  may  have  the  disadvantages  of  large  size  (i.e.,  impersonal 
work  relationships,  difficulties  in  communicating  or  completing  woik,  etc.)  without  the  off¬ 
setting  advantages  of  variety  of  types  of  jobs  and  advancement  opportunities  found  at  very 
large  installations  -  which  also  can  offer  the  possible  aspects  of  small  size  by  being 
composed  of  several  tenants.  However,  there  may  be  other  differences  in  the  personnel 
composition  at  these  installations.  Or  there  may  be  locational  differences,  e.g.,  geographical 
location,  that  can  account  for  the  civilians  at  these  installations  having  more  negative 
responses. 

One  of  the  factors  that  could  account  for  some  of  the  observed  differences  among  the 
various  installation  size  groups  as  well  as  among  supervisors  grouped  by  other  factors  are  the 
relative  distributions  of  numbers  of  frrst  line  and  second  line  and  above  supervisors  at  the 
installation.  Second  line  and  above  supervisors  have  higher  grades  on  the  average,  are 
relatively  more  frequently  males,  have  more  education,  and  have  supervised  civilians  longer. 
Unfortunately,  the  data  do  not  allow  us  to  link  the  responses  of  specific  employees  with  those 
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of  their  supezvisocs,  so  it  is  not  possible  to  determine  whether  eaq>loyees  widi  higher  grades 
and  more  experienced  supervisors  have  nune  positive  job  orientatk»s.  But  it  may  be  possible 
through  other  analyses  of  these  data  and/or  an^ysis  of  data  collected  in  the  future  to 
determine  more  alwut  the  supervisors  themselves  and  what  accounts  for  and  does  not  account 
for  the  differences  among  them  and  their  sulxxdinates. 

One  such  difference  among  supervises  found  in  this  analysis  is  the  pattern  oi 
differences  between  supervisors  who  took  the  Basic  Supervisor  0>urse  and  those  who  did  not 
The  fact  that  the  two  groups  are  alike  in  most  ways  indicates  diat  dieie  ate  no  systemiuic 
differences  between  the  two  groups  in  job  satisfaction,  evaluatiei  of  management  etc.  The 
more  favorable  evaluations  of  those  who  took  the  course  concerning  their  training  and 
preparation  to  be  a  supervisor  indicates  that  the  course  may  be  achieving  its  purpose  ~ 
providing  basic  procedural  training  to  supervisors.  The  basis  for  their  nxne  favorable 
evaluations  of  0*0  services  might  lie  in  their  more  realistic  expectations  of  CPO  services. 

The  collection  and  analyses  of  more  in-depth  data  would  be  required  to  examine  rrxxe 
definitively  the  impact  and  value  of  the  supervisor  course. 

Another  rich  avenue  of  research  might  be  investigating  the  relation  between 
demographics  of  the  supervisor  and  subordinates*  evaluations.  For  example,  as  indicated 
earlier,  r^itary-supervised  civilians  in  general  responded  rrxne  favorably  to  the  survey  items 
than  civilian-supervised  civilians.  Why  are  military  supervisors  well  received?  What  other 
demographic  factors  (e.g.,  supervisor’s  race  or  age)  might  be  relevant?  Addressing  these 
questions  is  not  easy  however.  There  are  severe  problems  involved  in  research  which 
matches  supervisors  and  subordinates  and,  in  addition,  subordinates  may  not  be  able  to 
provide  desired  information  about  their  supervisor  (e.g.,  how  long  he  or  she  has  been  a 
supervisor).  In  addition,  these  types  of  investigations  require  more  intensive  analyses  than  the 
mostly  descriptive  and  bivariate  analyses  reported  here. 

As  mentioned  previously,  the  composites  or  baseline  measures  derived  through  this 
investigation  can  be  used  to  measure  employee  and  supervisory  attitudes  nx}te  accurately  and 
reliably  than  individual  questionnaire  items,  but  improvements  in  measurement  could  be 
made.  For  example,  to  facilitate  making  comparisons  between  employees  and  supervisors,  the 
composites  for  measuring  job  satisfaction  and  evaluation  of  supervise  could  be  revised  to 
contain  the  same  items.  However,  in  making  changes  of  this  type,  the  questionnaires’  nudn 
purpose  must  be  considered.  An  interview  with  one  of  the  developers  of  the  employee  and 
supervisory  questionnaires  brought  out  that  in  many  instances  the  content  of  the  employees 
and  supervisory  questionnaires  was  purposefully  made  different.  For  example,  it  might  be 
adequate  to  just  ask  employees  one  or  two  items  about  their  authority  to  do  their  job  but,  to 
measure  Army’s  support  of  its  supervisors,  questions  about  their  authority  to  perform  various 
aspects  of  the  job,  e.g,  select  employees  and  evaluate  performance,  need  to  be  asked  - 
especially  as  changes  are  being  made  in  the  civilian  personnel  system  within  Army  and  at  the 
government-wide  level. 

In  summary,  the  survey  findings  point  to  a  number  of  differences  among  employee 
and  supervisor  groups.  Some  of  these  differences  point  to  problem  areas  that  should  be 
addressed  more  fully  in  future  analyses.  Some  of  the  problem  areas,  however,  might  best  be 
addressed  initially  through  the  collection  of  additional  data  that  could  pinpoint  the  factors 
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underlying  the  group  differences  or  reveal  other  differences.  Infonnation  on  the  reqxNident’s 
last  perfcmnance  appraisal  and  his/her  evaluatitm  of  its  accuracy  could  be  used  in 
investigating  the  relationship  between  individual  productivity/p^onnance  and  attitudes 
toward  dte  supervisor,  support  of  training,  etc.  Coradinatioa  with  the  policy  proponents 
during  this  analysis  emphasized  the  need  for  additional  analysis/data  in  other  areas,  e.g., 
compensation  and  factors  related  to  retention.  In  the  areas  currently  measured  -  and  new 
areas  to  be  measured  in  the  future  -  trend  data  obtained  through  repeated  administrations  d 
the  survey  would  help  determine  whether  any  correcdve  personnel  acticMis  taken  actually  are 
having  the  desired  impact. 
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RECOMMENDATIONS 


As  a  result  the  analyses  conducted  for  this  report,  the  authors  have  sevend 
recommendations  for  inq)roving  the  Army-wide  survey  -  as  a  local  program  evaluatioo  tool, 
as  a  research  tool,  and  especially  as  an  aid  to  decision-nudcers  in  developing  pcdicy. 

As  a  first  step  in  this  process,  we  recmnmend  that  additional  analyses  of  the  biennial 
survey  be  conducted  There  are  at  least  four  types  of  analyses  that  could  be  accmiqrlished 
with  the  existing  data  base: 

(1)  Multivariate  regression  analyses  using  selected  independent  and  dependent 
variables.  The  purpose  of  these  analyses  wmild  be  to  identify  the  employment 
factcHS  most  associated  with  such  impwtant  constructs  as  employee  and 
supervisor  job  satisfaction,  retention,  and  management  and  supervisor 
evaluations.  This  information  would  assist  management  in  determining  which 
employment  factors  or  practices  should  be  nKxlified  to  achieve  the  most  positive 
impact 

(2)  Trend  analyses  using  data  from  the  FY88  and  earlier  biennial  surveys  (FY79 
through  FY85).  The  purpose  of  these  analyses  would  be  to  determine  whetho* 
the  percentages  or  mean  responses  of  Army  civilian  employees  and  supervisors 
on  key  questionnaire  items  show  signs  of  becoming  more  or  less  favorable  over 
time.  These  analyses,  which  are  similar  to  ones  done  eadier  by  ODCP  HQDA, 
would  be  supplemented  by  analyses  of  the  interrelationships  among  variable 
values  over  time. 

(3)  Projections  concerning  the  attitudes  of  Army  civilians  in  the  future.  These 
analyses  would  project  five  to  ten  years  into  the  future.  Based  upon  anticipated 
changes  in  personnel  demographics  as  of  a  function  of  U.S.  population  changes 
and  trend  and  multivariate  analytic  results,  these  analyses  would  attempt  to 
identify  the  problem  areas  that  might  become  more  exacerbated  in  the  future 
unless  corrective  actions  are  undertaken  soon. 

(4)  Development  of  a  model  showing  how  various  employment  factors  interact 
These  analyses  would  be  directed  at  determining  where  specific  remedial 
actions,  e.g,  increased  training  and  personnel  development  efforts,  would  have 
the  most  effect  on  employee  and  supervisor  performance  and  retention. 

The  above  analyses  could  be  accomplished  with  existing  data.  We  fiirther  recommend 
strongly  that  the  results  of  analyses  of  the  FY88  data,  including  the  formation  of  composite 
personnel  measures,  be  verified  when  the  data  from  the  FY90  biennial  survey  become 
available  The  use  of  data  from  subsequent  surveys  will  allow  earlier  findings  to  be 
continually  validated  and  updated. 

In  addition  to  conducting  analyses  such  as  the  ones  listed  above,  we  recommend 
revising  the  content  of  the  questionnaires  to  include  the  capability  for  making  analyses  like 
the  ones  listed  below: 
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•  Relative  inqxMtance  of  anc  or  satisfaction  with  the  tangible  aspects  oi 
employment  (i.e.,  pay  and  bcu  tfits)  and  the  less  tangible  aspects  the  job  (e.g., 
recognition  fm  wc^  done.  autontMoy.  or  the  challenge  of  Ae  work  itseU). 

•  Relationship  between  perceived  job  (pportunities  or  compensation  in  private 
industry  jobs  versus  satisfaction  and  wwk  motivation  in  Army  and  intent  to 
remain  wiA  Army. 

•  Relationship  between  respondents’  performance  evaluaticHi,  its  perceived 
accuracy  or  fairness,  and  oAer  factors  (e.g.,  intent  to  remain  wiA  Army). 

•  Relationship  between  supervisor  characteristics  and  actions  (or  inaction)  and 
sub(»dinates’  job  satisfaction  and  performance  motivation  and  pioductivity. 

Through  interactions  wiA  policy-makers  on  additional  analyses,  oAer  infcnmation 
needs  in  specific  areas  may  become  evident  Some  of  needs  can  be  met  through 
revisions  of  Ae  current  instruments,  lengAening  Ae  supervisory  questionnaire  and/or 
development  of  additional  questionnaires  (e.g.,  one  for  evaluating  Ae  services  provided  by  the 
CPO). 


To  improve  Ae  usefulness  and  accessibility  of  Ae  data,  especially  for  program 
evaluation  throughout  Army,  we  furAer  reconut^nd: 

•  Adding  important  job-oriented  factual  information  (e.g.,  occupational  series)  to 
the  data  file  wiA  Ae  survey  respondents’  aAtude  data.  This  would  increase  Ae 
scope  of  future  analyses.  Care  should  be  exercised,  however,  to  maintain  Ae 
respondents’  anonymity  to  help  ensure  Ae  continued  validity  of  Ae  data. 

•  Using  Ae  composites  (baseline  measures)  in  futiue  program  evaluations  after  Ae 
item  composites  (baseline  measures)  have  been  cross-validated. 

•  Developing  Ae  standarAzed  computer  programs  needed  for  (1)  analyzing  Ae 
data  collected  by  Ae  MACOMs  and  oAer  users  using  item  composites,  trend 
analysis,  and  oAer  useful  statistics;  and  (2)  retrieving  and  using  Ae  Army-wide 
and  MAOOM  comparative  data.“ 

•  Developing  user  manuals  to  guide  personnelists  in  making  Ae  type  of  statistical 
comparisons  and  interpretations  USACPEA  needs  and  in  using  the  models  which 
are  recommended  for  development  in  Ais  report. 


^  Conversations  with  MACOM  and  CPO  personnelists  indicate  that  they  are  frequently  tabulating  and  analyzing 
questionnaire  data  manually. 


56 


r 


In  conclusion,  die  audiors  recommend  that  the  large  investment  made  by  the  Army  in 
the  development  and  administration  of  the  biennial  survey  questionnaires  and  die  processing 
of  the  collected  data  be  more  fully  realized  through  die  use  of  refined  instruments,  more 
ctxiqirehensive  analyses,  user  manuals,  and  improved  analytic  tools  at  all  levels  --  including 
the  local  level. 
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Tabu  14 

SENDER 

Ntans,  Standard  Davlatlons,  Rangas,  and  LtvaU  of 
Statistical  Significanca  for  Naan  Diffarancas 


1.  COMM  EMPLOVEE/SUPERVISOR  OONPOSITES 
CONPl:  EVALUATION  OF  NANACEHEHT 


GROUP 

FEMALE 

GENDER 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

2.92433 

2.95828 

2.94195 

(2737) 

(2952) 

(5689) 

SUPERVISOR 

3.24294 

3.30846 

3.29342 

.0001 

(  709) 

(2379) 

(3088) 

TOTAL 

2.98989 

3.11455 

3.06561 

(3446) 

(5331) 

(8777) 

LEVEL 

.05 

n.s. 

C0NP7:  WOULD  LEAVE  CURRENT  JOB  FOR  INSIDE  GOVERNMENT 

GROUP 

GEM)ER 

FEMALE 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

3.16176 

3.13938 

3.15014 

(2718) 

(2938) 

(5656) 

SUPERVISOR 

3.05906 

2.87472 

2.91737 

.0001 

(  714) 

(2372) 

(3086) 

TOTAL 

3.14039 

3.02116 

3.06797 

(3432) 

(5310) 

(8742) 

LEVEL 

.0001 

.01 

C0MP8:  WOULD  LEAVE 

CURRENT 

JOB  FOR  OUTSIDE  GOVERI«€NT 

GROUP 

GENDER 

FEMALE 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

2.95112 

2.89384 

2.92148 

(2680) 

(2873) 

(5553) 

SUPERVISOR 

2.78183 

2.91090 

2.88138 

.01 

(  699) 

(2357) 

(3056) 

TOTAL 

2.91610 

2.90153 

2.90725 

(3379) 

(5230) 

(8609) 

LEVEL 

n.s. 

.01 
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Tiftl*  14  (ooMlMiri) 


C(MP9:  SUPERVISOR  SUPPORTS  TRAINING  IKEOS 
GROUP  GENDER 


FEMALE 

HALE 

TOTAL 

LEVEL 

ENPLOTEE 

2.B1531 

2.80509 

2.81000 

(27611 

3.10882 

(2986) 

(5747) 

SUPERVISOR 

3.22776 

3.20IK1 

.0001 

TOTAL 

(  726) 
2.87642 

(2409) 

2.99382 

(3487) 

(5395) 

(8882) 

LEVEL 

.05 

.01 

COMPll:  CIVILIANS  IMPORTANT  TO  MANAGEMENT 

GROUP 

FEMALE 

GENDER 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

3.12900 

3.18544 

3.15822 

(2836) 

(3045) 

(5881) 

SUPERVISOR 

3.12284 

3.24622 

3.21796 

n.s. 

(  734) 

(2470) 

(3204) 

TOTAL 

3.12773 

3.21266 

3.17929 

(3570) 

(5515) 

(9085) 

LEVEL 

.0001 

n.s. 

2.  COfMM  EMPL0VEE/SUPERV19QR  ITEMS 

E11_S30:  I  AM  SATISFIEO  M/  CHANCES  FOR  PROMOTION 

GROUP 

FEMALE 

GENDER 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

2.54449 

2.54638 

2.54547 

(2821) 

(3040) 

(5861) 

SUPERVISOR 

3.01660 

3.10106 

3.08190 

.0001 

(  723) 

(2464) 

(3187) 

TOTAL 

2.64080 

2.79469 

2.73442 

(3544) 

(5504) 

(9048) 

LEVEL 

n.s. 

n.s. 

E32_S39;  PEOPLE  WHOSE  PERF  HURT  BY  ORUGS/ALCOHOL* 

GROUP 

GENDER 

FEMALE 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

3.56004 

3.49736 

3.52746 

SUPERVISOR 

(2798) 

4.19972 

(3028) 

3.94476 

(5826) 

4.00251 

.0001 

TOTAL 

(  721) 

3.69111 

(2462) 

3.69800 

(3183) 

3.69530 

(3519) 

(5490) 

(9009) 

LEVEL  .0001  .001 
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Tibi*  14  (egntlMii) 


E56_S38:  TOP  NMKENEliT  SUPPORTS  EEO 
GROUP  GEHDCR 


EMPLOYEE 

FEMALE 

3.27412 

SUPERVISOR 

(28») 

3.85160 

TOTAL 

(  721) 
3.39207 

LEVEL 

(3530) 

.0001 

MALE 

TOTAL 

LEVa 

3.33476 

3.30561 

(3035) 

(5844) 

3.98091 

3.95162 

.0001 

(2462) 

(3183) 

3.62416 

3.53340 

(5497) 

(9027) 

n.s. 


E66_S45:  I 

PLAN  TO  REMAIN  WITH  ARMY  TILL  I  RETIRE 

GROUP 

FEMALE 

GENDER 

MALE 

TOTAL 

LEVEL 

EMPLOYEE 

3.63282 

3.74650 

3.69167 

(2797) 

(3002) 

(5799) 

SUPERVISOR 

3.95000 

4.00410 

3.99177 

.0001 

(  720) 

(2441) 

(3161) 

TOTAL 

3.69775 

3.86202 

3.79754 

(3517) 

(5443) 

(8960) 

LEVEL 

.001 

n.s. 

SQ13:  WORK 

I  DO  SUPPORTS  NY 

ORGANIZATION  MISSION 

GROUP 

FEMALE 

GENDER 

MALE 

luTAL 

LEVEL 

EMPLOYEE 

4.30965 

4.28797 

4.29837 

(2745) 

(2976) 

(5721) 

.0001 

SUPERVISOR 

4.60055 

4.54220 

4.55573 

(  726) 

(2405) 

(3131) 

TOTAL 

4.37050 

4.40160 

4.38940 

(3471) 

(5381) 

(8852) 

LEVEL 

.05 

n.s. 

3.  EMPLOYEE  COMPOSITES 

EC0MP2  : 

JOB  SATISFACTION 

GENDER 

N 

MEAN 

STD 

MIN 

MAX 

MALE 

3047 

3.40938 

0.902328 

1 

5 

FEMALE 

2842 

3.33806 

0.914539 

1 

5 

EC0HP3  : 

FAIRNESS  RE:  PROMOTION 

GENDER 

N 

MEAN 

STD 

MIN 

MAX 

HALE 

3047 

2.82724 

0.965829 

1 

5 

FEMALE 

2838 

2.82417 

0.948481 

1 

5 

LEVEL 


.01 


LEVEL 


n.s. 
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T«b1«  14  (OMrtllMri) 


EC0HP4  :  EVMtMTIOM  OF  SUPERVISOR 

GENDER  N  MEAN  SID  NIH  NM  LEVa 

HALE  3047  3.38721  0.98510  1  5 

n.s. 

FEHALE  2836  3.37723  1.03383  1  5 

EC0MP12  :  AWAROS/RECOG  GIVEN  WHEN  DESERVED 
GENDER  N  MEAN  STD 

HALE  3048  2.81042  1.02797 

FEMALE  2839  2.78478  1.01939 

EC0M>15  :  CPO  IS  HELPFUL 
GENDER  N  MEAN  STD 

MALE  3042  3.46110  0.815020 

FEHALE  2833  3.42834  0.827820 

4.  EMPLOYEE  ITEMS 
E3  :  I  HAVE  GOOD  JOB  SECURITY 

GENDER  N  MEAN  STD  MIN  MAX 

MALE  3021  3.55611  1.12934  1  5 

FEMALE  2813  3.62247  1.10910  1  5 

E5  :  I  AM  ABLE  TO  GET  THE  TRNG  I  NEED 
GENDER  N  MEAN  STD  MIN  MAX  LEVEL 

HALE  3033  3.16485  1.18388  1  5 

.05 

FEMALE  2812  3.23080  1.17201  1  5 


LEVEL 

.05 


MIN  MAX  LEVEL 

1  5 

n.s. 

1  5 


MIN  MAX  LEVEL 


E31  :  NEW  EHPL  GET  ENGH  TRNG  TO  DO  JOB 

GENDER  N  MEAN  STD  MIN  MAX  LEVEL 

MALE  3034  3.12294  1.12888  1  5 

n.s. 

FEMALE  2825  3.07221  1.14977  1  5 
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Table  14  (oonttmed) 


E38  :  NEN  EM>L  ARE  USUALLY  NELL  QUALIFIED 

GENDER 

N  MEAN 

STD 

NIN 

MAX 

LEVEL 

HALE 

3037  2.97860 

1.02177 

1 

5 

n.s. 

FEHALE 

2810  3.00605 

1.02876 

1 

5 

E73  :  NGMNT 

INTRSO  IN  OPPT  FOR  FEH/MINORITIES 

GENDER 

N  MEAN 

STD 

NIN 

MAX 

LEVEL 

MALE 

3022  3.24388 

0.94875 

1 

5 

.0001 

FEHALE 

2817  2.87398 

1.01834 

1 

5 

5.  SUPERVISOR  CONPOSITES 


SC0NP2  :  JOB  SATISFACTION 


GENDER 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

HALE 

2467 

3.86171 

0.815672 

1 

5 

FEMALE 

727 

3.83586 

0.887557 

1 

5 

n.s. 

SC0MP3  : 

GENDER 

FAIRNESS  RE: 

N 

PROMOTION 

MEAN 

STD 

MIN 

MAX 

LEVEL 

MALE 

2466 

3.29846 

0.962048 

1 

5 

FEMALE 

727 

3.07244 

0.999553 

1 

5 

.0001 

SC0MP4  : 

GENDER 

EVALUATION  OF  SUPERVISOR 

N  MEAN 

STD 

MIN 

MAX 

LEVEL 

MALE 

2470 

3.71841 

0.891923 

1 

5 

FEMALE 

734 

3.68304 

0.933669 

1 

S 

n.s. 

SC0MP19  :  POSITIVE  EVALUATION  OF  CPO  RE:  GENERAL  FUNCTIONS 


GENDER 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

MALE 

2467 

3.60419 

0.785521 

1.37500 

5.37500 

n.s. 

FEMALE 

728 

3.57891 

0.773583 

1.37500 

5.37500 
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SC0NP20  :  POSITIVE  EVALUATION  OF  CPO  RE  AOVlSORY/COtlNSELING  SERVICES 


GENDER 

N 

MEAN 

STO 

MIN 

(MX 

LEVEL 

KALE 

2453 

3.50825 

1.29652 

1 

6 

.01 

FEMALE 

718 

3.35822 

1.35477 

1 

6 

SC0HP22  : 

SATISFIED  H/  QUALITY  OF  PERSONNEL  I^FEIUtALS 

GENDER 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

KALE 

2455 

3.15804 

0.918473 

1 

5 

n.s. 

FEMALE 

718 

3.20613 

0.880989 

1 

5 

6.  SUPERVISOR  ITEMS 

S2  :  ENGH 

AUTH  TO  FULFILL  SUPV  DUTIES 

GENDER 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

HALE 

2429 

3.87690 

1.09968 

1 

5 

n.s. 

FEMALE 

711 

3.83826 

1.14597 

1 

5 

SIS  ;  NOT 

ENGH  PEOPLE  TO  GET  WORK  DONE 

HERE* 

GENDER 

N 

f€AN 

STO 

MIN 

MAX 

LEVEL 

MALE 

2462 

2.54062 

1.26102 

1 

5 

n.s. 

FEMALE 

725 

2.49103 

1.27729 

1 

5 

S22  :  AOQ 

TRAINED/PREP 

TO  BE  A  SUPERVISOR 

GENDER 

N 

MEAN 

STO 

MIN 

MAX 

LEVEL 

MALE 

2454 

3.93317 

0.93163 

1 

5 

.0001 

FEMALE 

717 

3.64156 

1.07983 

1 

5 

S24  :  GET 

SUBORDINATES 

TRAINING  WHEN  NEEDED 

GENDER 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

MALE 

2442 

3.14414 

1.16223 

1 

5 

.05 

FEMALE 

711 

3.03376 

1.20046 

1 

5 
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Tabu  15 
AGE 

Naans,  Standard  Davlatlons,  Rangat,  and  LavaU  of 
Statistical  Significanca  for  Naan  Diffarancas 


1.  OONNON  EMPLOVEE/SUPOlVISaR  COMPOSITES 
CONPl:  EVALUATION  OF  NANAGENENT 


bKUUP 

LESS 

THAN  31 

31-40 

41-50 

Abt 

51-55 

56-60 

OVER 

60 

TOTAL 

EMPLOYEE 

2.94996 

2.85972 

2.92886 

3.00282 

3.10375 

3.16393 

2.94294 

(  740) 

(1910) 

(1591) 

(  723) 

(  469) 

(  260) 

(5693) 

SUPERVISOR 

3.21896 

3.15405 

3.30481 

3.28727 

3.43469 

3.38374 

3.29066 

(  56) 

(  630) 

(1268) 

(  620) 

(  383) 

(  205) 

(3162) 

TOTAL 

2.96889 

2.93273 

3.09560 

3.13413 

3.25252 

3.26083 

3.06711 

(  796) 

(2540) 

(2859) 

(1343) 

(  852) 

(  465) 

(8855) 

LEVEL 

.0001 

C0NP7:  WOULD  LEAVE  CURRENT  JOB 

FOR  INSIDE  GOVERNMENT 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

EMPLOYEE 

THAN  31 
3.23658 

3.23918 

3.18750 

3.03991 

2.93238 

60 

2.71916 

3.15133 

(  739) 

(1917) 

(1584) 

(  710) 

(  456) 

(  254) 

(5660) 

SUPERVISOR 

2.95238 

3.09406 

2.97128 

2.84450 

2.70459 

2.61642 

2.91722 

(  56) 

(  645) 

(1271) 

(  612) 

(  378) 

(  199) 

(3161) 

TOTAL 

3.21656 

3.20264 

3.09124 

2.94945 

2.82914 

2.67403 

3.06743 

(  795) 

(2562) 

(2855) 

(1322) 

(  834) 

(  453) 

(8821) 

LEVEL 

.0001 

COMPS:  WOULD  LEAVE  CURRENT  JOB 

FOR  OUTSIDE  GOVERNMENT 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

EMPLOYEE 

THAN  31 
3.15962 

3.04476 

2.82806 

2.73559 

2.71011 

60 

2.76735 

2.92178 

(  733) 

(1888) 

(1550) 

(  694) 

(  445) 

(  245) 

(5555) 

SUPERVISOR 

3.32727 

3.09516 

2.79553 

2.77483 

2.89578 

2.83763 

2.87712 

(  55) 

{  641) 

(1252) 

(  604) 

(  379) 

(  194) 

(3125) 

TOTAL 

3.17132 

3.05753 

2.81353 

2.75385 

2.79551 

2.79841 

2.90570 

(  788) 

(2529) 

(2802) 

(1298) 

(  824) 

(  439) 

(8680) 

LEVEL  .0001 


LEVEL 

.0001 

n.s. 

LEVEL 

.0001 

n.s. 

LEVEL 

.05 

n.s. 
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C0NP9:  SUPERVISOR  SWPORTS  TRAINIRG  MEEDS 


GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
2.87057 

2.77472 

2.80345 

2.79711 

2.90585 

60 

2.80668 

2.81025 

SUPERVISOR 

{  743) 
3.20536 

(1938) 

3.10369 

(1606) 

3.24909 

(  727) 
3.17813 

(  470) 
3.20662 

(  267) 
3.22805 

(5751) 

3.19854 

.0001 

TOTAL 

(  56) 
2.89403 

(  651) 
2.85744 

(1284) 

3.00144 

(  625) 
2.97325 

(  390) 
3.04225 

(  205) 
2.99082 

(3211) 

2.94937 

LEVEL 

(  799) 

(2589) 

(2890) 

.05 

(1352) 

(  860) 

(  472) 

(8962) 

n.s. 

COMPll:  CIVILIANS  IMPORTANT  TO 

MANAGEMENT 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
3.16291 

3.10344 

3.12436 

3.18061 

3.33097 

60 

3.34648 

3.15720 

SUPERVISOR 

{  754) 
3.06433 

(1977) 

3.06065 

(1639) 

3.21866 

(  741) 
3.26009 

(  493) 
3.35496 

(  279) 
3.36651 

(5883) 

3.21792 

n.s. 

TOTAL 

(  57) 
3.15598 

(  665) 
3.09267 

(1311) 

3.16627 

(  644) 
3.21757 

(  393) 
3.34161 

(  211) 
3.35510 

(3281) 

3.17894 

(  811) 

(2642) 

(2950) 

(1385) 

(  886) 

(  490) 

(9164) 

LEVEL 

.0001 

n.s. 

2.  COMM 

E11_S30:  I 

GROUP 

EMPLOVEE/SUPERVISOR  ITEMS 

AM  SATISFIED  H/  CHANCES  FOR  PROMOTION 

AGE 

LESS  31-40  41-50  51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
2.86605 

2.49493 

2.47062 

2.48571 

2.63934 

60 

2.50357 

2.54716 

SUPERVISOR 

(  754) 
3.19298 

(1972) 

3.04992 

(1634) 

3.09042 

(  735) 
3.07994 

(  488) 
3.15090 

(  280) 
2.93810 

(5863) 

3.07940 

.0001 

TOTAL 

(  57) 
2.88903 

(  661) 

’  63426 

(1305) 

2.74583 

(  638) 
2.76184 

(  391) 
2.86689 

(  210) 
2.68980 

(3262) 

2.73742 

LEVEL 

(  811) 

(2633) 

(2939) 

.05 

(1373) 

(  879) 

(  490) 

(9125) 

n.s. 

E32_S39:  PEOPLE  WHOSE 

PERF  HURT 

BY  DRUGS/ALCOHOL* 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
3.65160 

3.53411 

3.49478 

3.50685 

3.44699 

60 

3.54909 

3.52839 

SUPERVISOR 

(  752) 
4.10526 

(1964) 

3.95758 

(1627) 

3.97699 

(  730) 
3.98430 

(  481) 
4.12532 

(  275) 
4.08612 

(5829) 

4.00153 

.0001 

TOTAL 

(  57) 
3.68356 

(  660) 
3.64063 

(1304) 

3.70931 

(  637) 
3.72933 

(  391) 
3.75115 

(  209) 
3.78099 

(3258) 

3.69803 

(  809) 

(2624) 

(2931) 

(1367) 

(  872) 

(  484) 

(9087) 

Tife1«  15  (OMItlHii) 


E58J38:  TOP  HMKENENT  SUPPORTS  EEO 


GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVa 

EHPLOVEE 

THAN  31 
3.33910 

3.29603 

3.26274 

3.30340 

3.37090 

60 

3.40876 

3.30476 

SUPERVISOR 

(  752) 
3.89474 

(1966) 

3.87860 

(1629) 

3.96705 

(  735) 
3.96389 

(  488) 
3.97686 

(  274) 
4.00474 

(5844) 

3.95089 

.0001  ! 

TOTAL 

(  57) 
3.37824 

(  659) 
3.44229 

(1305) 

3.57601 

(  637) 
3.61006 

(  389) 
3.63968 

(  211) 
3.66804 

(3258) 

3.53604 

1 

i 

LEVEL 

(  809) 

(2625) 

(2934) 

n.s. 

(1372) 

(  877) 

(  485) 

n.t. 

(9102) 

E66_S45;  I 

PLAN  TO  REMAIN  WITH 

ARMY  TILL  1 

1  RETIRE 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
3.12383 

3.53654 

3.78470 

4.00962 

4.13180 

60 

4.21132 

3.69172 

SUPERVISOR 

(  751) 
3.05263 

(1957) 

3.52359 

(1621) 

4.01311 

(  728) 
4.17143 

(  478) 
4.39119 

(  265) 
4.30622 

(5800) 

3.99166 

.001 

TOTAL 

(  57) 
3.11881 

(  657) 
3.53328 

(1297) 

3.88622 

(  630) 
4.08468 

(  386) 
4.24769 

(  209) 
4.25316 

(3236) 

3.79914 

(  808) 

(2614) 

(2918) 

(1358) 

(  864) 

(  474) 

(9036) 

LEVEL 

.0001 

.001 

SQ13:  WORK 

I  00  SUPPORTS  MY  ORGANIZATION  MISSKW 

GROUP 

LESS 

31-40 

41-50 

AGE 

51-55 

56-60 

OVER 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  31 
4.27199 

4.31266 

4.31628 

4.24792 

4.31049 

60 

4.27799 

4.29852 

SUPERVISOR 

(  739) 
4.48214 

(1935) 

4.55607 

(1603) 

4.55590 

(  722) 
4.54006 

(  467) 
4.56923 

(  259) 
4.56738 

(5725) 

4.55521 

.0001 

TOTAL 

(  56) 
4.28679 

(  651) 
4.37394 

(1279) 

4.42262 

(  624) 
4.38336 

(  390) 

4.42824 

(  206) 
4.41505 

(3206) 

4.39066 

(  795) 

(2586) 

(2882) 

(1346) 

(  857) 

(  465) 

(8931) 

LEVEL 

n.s. 

n.s. 

3.  EMPLOYEE  COMPOSITES 

EC0MP2  :  JOB  SATISFACTION 

AGE  N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

UNDER  31 

755 

3.27430 

0.916953 

1 

5 

31-40 

1978 

3.32049 

0.932057 

1 

5 

41-50 

1641 

3.37309 

0.911817 

1 

5 

.0001 

51-55 

742 

3.43767 

0.876882 

1 

5 

56-60 

493 

3.58174 

0.841647 

1 

5 

OVER  60 

281 

3.51649 

0.829219 

1 

5 
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ECOMPa  :  FAIRNESS  RE:  PRONffTION 


AGE 

N 

NEAR 

STD 

NIN 

MAX 

UNDER  31 

755 

2.97967 

0.910501 

1 

5 

31-40 

1977 

2.80363 

0.959714 

1 

5 

41-50 

1640 

2.80466 

0.960442 

1 

5 

51-55 

741 

2.77708 

0.965926 

1 

5 

56-60 

493 

2.83327 

0.971514 

1 

5 

OVER  60 

281 

2.83108 

0.965043 

1 

5 

EC0HP4  : 

EVALUATION  OF 

SUPERVISOR 

AGE 

N 

NEAN 

STD 

NIN 

NAX 

UNDER  31 

755 

3.46406 

0.99971 

1 

5 

31-40 

1976 

3.36212 

1.02995 

1 

5 

41-50 

1639 

3.34761 

1.01730 

1 

5 

51-55 

742 

3.35028 

0.99027 

1 

5 

56-60 

492 

3.47073 

0.95446 

1 

5 

OVER  60 

281 

3.45492 

0.95527 

1 

5 

EC0NP12  : 

AWAROS/RECOG 

GIVEN  WHEN  DESERVED 

AGE 

N 

HEAN 

STD 

NIN 

NAX 

UNDER  31 

754 

2.80393 

0.99702 

1 

5 

31-40 

1978 

2.74473 

1.02264 

1 

5 

41-50 

1640 

2.80757 

1.04115 

1 

5 

51-55 

742 

2.82895 

1.00543 

1 

5 

56-60 

493 

2.90568 

1.04321 

1 

5 

OVER  60 

282 

2.86229 

0.99547 

1 

5 

EC0NP15  :  CPO  IS  HELPFUL 

AGE 

N 

HEAN 

STO 

NIN 

NAX 

UNDER  31 

755 

3.43510 

0.807137 

1 

5 

31-40 

1973 

3.40877 

0.829664 

1 

5 

41-50 

1637 

3.42160 

0.845267 

1 

5 

51-55 

741 

3.47346 

0.794057 

1 

5 

56-60 

493 

3.57674 

0.766805 

1 

5 

OVER  60 

278 

3.56475 

0.791174 

1 

5 

4.  ENPLOYEE 

ITENS 

E3  ;  I  HAVE 

GOOD  JOB  SECURITY 

AGE 

N 

NEAN 

STD 

HIN 

NAX 

UNDER  31 

748 

3.72059 

1.01436 

1 

5 

31-40 

1963 

3.51961 

1.13691 

1 

5 

41-50 

1629 

3.52363 

1.16836 

1 

5 

51-55 

732 

3.63251 

1.08222 

1 

5 

56-60 

489 

3.70143 

1.08304 

1 

5 

OVER  60 

276 

3.80797 

1.07335 

1 

5 

LEVa 

.001 

LEVEL 

.05 

LEVEL 

.05 

LEVEL 

.001 

LEVEL 

.0001 
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TaftI*  15  (CMitliMii) 


E5  :  I  AN  ABLE  TO  GET  THf  TRIK  I  NEED 


AGE 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

IWOER  31 

753 

3.24568 

1.17348 

1 

5 

31-40 

1966 

3.10071 

1.17395 

1 

5 

41-50 

1630 

3.17730 

1.20102 

1 

5 

.0001 

51-55 

734 

3.22480 

1.189M 

1 

5 

56-60 

486 

3.46502 

1.09630 

1 

5 

OVER  60 

278 

3.31295 

1.12049 

1 

5 

E31  :  NEW  ENPL 

GET  ENGH 

TRNG  TO  DO  JOB 

AGE 

N 

NEAR 

STD 

NIN 

NAX 

LEVEL 

UM)ER  31 

754 

3.07958 

1.16684 

1 

5 

31-40 

1969 

3.03657 

1.14971 

1 

5 

41-50 

1637 

3.04887 

1.15702 

1 

5 

.0001 

51-55 

735 

3.17551 

1.11123 

1 

5 

56-60 

487 

3.35934 

1.04833 

1 

5 

OVER  60 

279 

3.22939 

1.03416 

1 

5 

E38  :  NEW  ENPL  ARE  USUALLY  WELL  QUALIFIED 


AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

752 

3.06782 

1.00036 

1 

5 

31-40 

1967 

3.00051 

1.02238 

1 

5 

41-50 

1634 

2.98042 

1.02968 

1 

5 

n.s. 

51-55 

734 

2.96185 

1.02422 

1 

5 

56-60 

483 

2.93375 

1.05047 

1 

5 

OVER  60 

279 

2.96057 

1.02586 

I 

5 

E73  !  MGHNT  INTRSO  IN  OPPT  FOR  FEH/MINORITIES 


AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

744 

3.00134 

0.92716 

1 

5 

31-40 

2.98629 

0.99583 

1 

5 

41-50 

o26 

3.06642 

1.04861 

1 

5 

.0001 

51-55 

'7? 

3.19126 

0.97101 

1 

5 

56-60 

4a(j 

3.17695 

0.97047 

1 

5 

OVER  60 

277 

3.26715 

0.96727 

1 

5 

5.  SUPERVISOR  COMPOSITES 


SCONP2  :  JOB  SATISFACTION 


AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

57 

3.77193 

0.819305 

1.33333 

5 

31-40 

662 

3.73691 

0.874342 

1.00000 

5 

41-50 

1307 

3.87146 

0.834973 

1.00000 

5 

.001 

51-55 

641 

3.86011 

0.833137 

1.00000 

5 

56-60 

392 

3.96514 

0.757966 

1.00000 

5 

OVER  60 

211 

3.93681 

0.808492 

1.00000 

5 
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SC0NP3  :  FAIRNESS  RE:  PROMTION 


AfiE 

N 

MEAN 

STD 

NIN 

MAX 

LEva 

UNDER  31 

57 

3.04094 

0.961700 

1 

5 

31-40 

662 

3.15055 

0.902658 

1 

5 

41-50 

1307 

3.29916 

0.991381 

1 

5 

.05 

51-55 

640 

3.23047 

0.979782 

1 

5 

56-60 

392 

3.23900 

0.922568 

1 

5 

OVER  60 

211 

3.25434 

0.946772 

1 

5 

SC0MP4  : 

EVALUATION  OF  SIH>ERVISOR 

AGE 

N 

NEAR 

STD 

NIN 

NAX 

LEVEL 

UNKR  31 

57 

3.66316 

0.852859 

1.60000 

5 

31-40 

665 

3.67754 

0.904756 

1.00000 

5 

41-50 

1311 

3.73000 

0.899785 

1.00000 

5 

n.s. 

51-55 

644 

3.67490 

0.930002 

1.00000 

5 

56-60 

393 

3.77252 

0.848353 

1.00000 

5 

OVER  60 

211 

3.66872 

0.921163 

1.00000 

5 

SC0NP19  : 

POSITIVE  EVALUATION  OF  CPO  RE:  GENERAL  FUNCTIONS 

AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

57 

3.47452 

0.631591 

2.12500 

5.00000 

31-40 

663 

3.42352 

0.774670 

1.37500 

5.37500 

41-50 

1307 

3.59347 

0.780353 

1.37500 

5.37500 

.0001 

51-55 

641 

3.65946 

0.783669 

1.37500 

5.37500 

56-60 

392 

3.74234 

0.755126 

1.50000 

5.37500 

OVER  60 

211 

3.75826 

0.797601 

1.62500 

5.37500 

SC(MP20  :  POSITIVE  EVALUATION  OF  CPO  RE  ADVISORY/COUNSELING  SERVICES 


AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

57 

3.03333 

1.20109 

1 

5.60000 

31-40 

655 

3.20740 

1.24192 

1 

6.00000 

41-50 

1301 

3.47654 

1.30885 

1 

6.00000 

.0001 

51-55 

638 

3.57876 

1.30910 

1 

6.00000 

56-60 

389 

3.69190 

1.33633 

1 

6.00000 

OVER  60 

207 

3.75314 

1.34509 

1 

6.00000 

SC0HP22  :  SATISFIED  H/  QUALITY  OF  PERSONNEL  REFERRALS 


AGE 

N 

NEAN 

STD 

MIN 

NAX 

LEVEL 

UNDER  31 

56 

2.79464 

0.796451 

1.50000 

4.50000 

31-40 

657 

3.11720 

0.912294 

1.00000 

5.00000 

41-50 

1300 

3.14769 

0.911877 

1.00000 

5.00000 

.01 

51-55 

637 

3.20173 

0.917019 

1.00000 

5.00000 

56-60 

391 

3.28772 

0.896405 

1.00000 

5.00000 

OVER  60 

208 

3.19952 

0.925928 

1.00000 

5.00000 
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6.  SUPERVISOR  ITCNS 


S2  :  EKN  AUTM  TO  FULFILL  SUPV  DUTIES 


AGE 

N 

HEAR 

STD 

NIR 

MAX 

LEVEL 

UROER  31 

55 

3.74545 

1.09237 

1 

5 

31-40 

654 

3.71713 

1.14002 

1 

5 

41-50 

1288 

3.87112 

1.10470 

1 

5 

.001 

51-55 

628 

3.80331 

1.13067 

1 

5 

56-60 

384 

4.03646 

1.041» 

1 

5 

OVER  60 

205 

3.96008 

1.11515 

1 

$ 

S15  :  NOT 

ENGH  PEOPLE  TO 

GET  MORK  DONE  HERE* 

AGE 

N 

NEAR 

STD 

NIN 

HAX 

LEVEL 

UNDER  31 

57 

2.80702 

1.24554 

1 

5 

31-40 

661 

2.39939 

1.24958 

1 

5 

41-50 

1305 

2.51418 

1.26175 

1 

5 

.05 

51-55 

638 

2.58464 

1.30986 

1 

5 

56-60 

392 

2.58418 

1.24619 

1 

5 

OVER  60 

210 

2.61905 

1.23258 

1 

5 

S22  :  ADQ 

TRAINEO/PREP 

TO  BE  A  SUPERVISOR 

AGE 

N 

NEAN 

STD 

NIN 

HAX 

LEVEL 

UNDER  31 

56 

3.39286 

0.96632 

1 

5 

31-40 

655 

3.49160 

1.07352 

1 

5 

41-50 

1299 

3.83218 

0.97638 

1 

5 

.0001 

51-55 

638 

4.07053 

0.90683 

1 

5 

56-60 

391 

4.15601 

0.78034 

1 

5 

OVER  60 

208 

4.26923 

0.64801 

2 

5 

S24  :  GET 

SUBORDINATES 

TRAINING  WHEN 

NEEDED 

AGE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

UNDER  31 

55 

2.94545 

1.12905 

1 

5 

31-40 

654 

2.89755 

1.21510 

1 

5 

41-50 

1295 

3.11429 

1.18109 

1 

5 

.0001 

51-55 

632 

3.17405 

1.18017 

1 

5 

56-60 

388 

3.31443 

1.07309 

1 

5 

OVER  60 

206 

3.39806 

0.99599 

1 

5 
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Tabu  16 

RACE/Natlonal  Origin 

Naanc,  Standard  Oavlatlons,  Rangaa,  and  Lavals  of 
Statistical  Slgnlflcanca  for  Naan  Diffarancas 


1.  COMM  ENPLOYEE/SUKitVISOR  CONMISITES 
CONPl:  EVALUATION  OF  NANAGENENT 


GROUP 

BLACK 

HISPANIC 

WHITE 

RACE 

OTHER 

TOTAL 

LE<^L 

EMPLOYEE 

2.99307 

2.99737 

2.89641 

3.05332 

2.94159 

SUPERVISOR 

(1486) 

3.28805 

{  512) 
3.25002 

(3265) 

3.29476 

{  380) 
3.29241 

(5643) 

3.29247 

.0001 

TOTAL 

(  298) 
3.04234 

(  111) 
3.04239 

(2627) 

3.07402 

(  128) 
3.11356 

(3164) 

3.06765 

LEVEL 

(1784) 

(  623) 

(5892) 

n.s. 

(  508) 

(8807) 

n.s. 

C0MP7:  HOULO  LEAVE  CURRENT 

JOB  FOR  INSIOE  GOVERNMENT 

GROUP 

SLACK 

HISPANIC 

RACE 

WHITE  OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

3.18818 

3.24508 

3.12603 

3.10753 

3.15181 

SUPERVISOR 

(1464) 

3.12500 

(  508) 
3.27879 

(3265) 

2.87043 

(  372) 
3.10677 

(5609) 

2.91769 

n.s. 

TOTAL 

(  292) 
3.17768 

(  110) 
3.25108 

(2633) 

3.01192 

(  128) 
3.10733 

(3163) 

3.06739 

LEVEL 

(1756) 

(  618) 

(5898) 

.0001 

(  500) 

(8772) 

.01 

C0MP8:  WOULD  LEAVE  CURRENT 

JOB  FOR  OUTSIDE  GOVERNMENT 

GROUP 

RACE 

BLACK 

HISPANIC 

WHITE 

OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

2.92392 

2.82150 

2.93555 

2.92740 

2.92181 

(1413) 

(  493) 

(3235) 

(  365) 

(5506) 

SUPERVISOR 

2.84698 

2.86538 

2.88240 

2.88618 

2.87880 

n.s. 

(  281) 

(  104) 

(2619) 

(  123) 

(3127) 

TOTAL 

2.91116 

2.82915 

2.91177 

2.91701 

2.90623 

(1694) 

(  597) 

(5854) 

(  488) 

(8633) 

LEVEL 

n.s. 

n.s. 

C0MP9:  SUPERVISOR  SUPPORTS 

TRAINING  NEEDS 

GROUP 

RACE 

BLACK 

HISPANIC 

WHITE 

OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

2.76903 

2.82092 

2.60835 

2.94663 

2.80844 

(1493) 

(  517) 

(3309) 

(  381) 

(5700) 

SUPERVISOR 

3.14356 

3.08108 

3.22026 

3.01680 

3.20005 

.0001 

(  303) 

(  111) 

(2670) 

(  129) 

(3213) 

TOTAL 

2.83222 

2.86691 

2.99229 

2.96438 

2.94961 

(1796) 

(  628) 

(5979) 

(  510) 

(8913) 

LEVEL 

n.s. 

.01 
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CONPll:  CIVILIANS  INPQRTANT  TO 

NANAGEICNT 

GROUP 

BLACK 

HISPANIC 

WHITE 

RACE 

OTHER 

TOTAL 

LEVEL 

ENPLOYEE 

3.23335 

3.29055 

3.09051 

3.28627 

3.15926 

SUPERVISOR 

(1547) 

3.32262 

(  522) 
3.14346 

(3377) 

3.21360 

(  386) 
3.13486 

(5832) 

3.21633 

n.s. 

TOTAL 

(  311) 
3.24630 

(  US) 
3.26400 

(2727) 

3.14551 

(  131) 
3.24790 

(^84) 

3.18054 

LEVEL 

(1858) 

(  637) 

(6104) 

.001 

(  517) 

(9116) 

.001 

2.  CONRM  EMPLOVEE/SUPERVISOR  ITEMS 

E11J30:  I  AM  SATISFIED  H/ 

GROUP 

BLACK 

CHANCES  FOR  PROMOTION 

HISPANIC 

RACE 

WHITE 

OTHER 

TOTAL 

LEVEL 

ENPLOYEE  2.50844 

2.66923 

2.51604 

2.78497 

2.54560 

(1540) 

(  520) 

(3366) 

(  386) 

(5812) 

SUPERVISOR  2.95114 

2.93043 

3.10166 

3.07752 

3.08053 

.0001 

(  307) 

(  115) 

(2715) 

(  129) 

(3266) 

TOTAL  2.58202 

2.71654 

2.77750 

2.85625 

2.73805 

(1847) 

(  635) 

(6081) 

(  515) 

(9078) 

LEVEL 

n. 

.s. 

.05 

E32J39:  PEOPLE 

WHOSE  PERF  HURT 

BY  DRUGS/ALCOHOL* 

GROUP 

RACE 

BUCK 

HISPANIC 

WHITE 

OTHER 

TOTAL 

LEVEL 

ENPLOYEE 

3.49836 

3.48538 

3.52948 

3.70390 

3.52898 

SUPERVISOR 

(1523) 

(  513) 

(3358) 

(  385) 

(5779) 

3.85761 

3.92174 

4.01070 

4.13281 

3.99785 

.0001 

(  309) 

(  115) 

(2710) 

(  128) 

(3262) 

TOTAL 

3.55895 

3.56529 

3.74440 

3.81092 

3.69815 

(1832) 

(  628) 

(6068) 

(  513) 

(9041) 

LEVEL 

01 

n.s. 

E58_S38:  TOP  MANGEMENT  SUPPORTS 

EEO 

GROUP 

BLACK 

HISPANIC 

RACE 

WHITE 

OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

3.08475 

3.25725 

3.40894 

3.35309 

3.30583 

SUPERVIS(»1 

(1534) 

3.50325 

(  517) 
3.66957 

(3355) 

4.03247 

(  388) 
3.57364 

(5794) 

3.95156 

.0001 

TOTAL 

(  308) 
3.15472 

(  115) 
3.33228 

(2710) 

3.68755 

(  129) 
3.40812 

(3262) 

3.53843 

(1842) 

(  632) 

(6065) 

(  517) 

(9056) 

LEVEL  .0001  .0001 


72 


Table  16  (Contlnuad) 


E66_S45:  1  PLAN  TO  REMAIN  WITH  ARMY  TILL  I  RETIRE 


GROUP 

BLACK 

HISPANIC 

RACE 

tMITE 

OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

3.62459 

3.92218 

3.69311 

3.66404 

3.69363 

SUPERVISOR 

(1513) 

4.01639 

(  514) 
4.02679 

(3340) 

3.99221 

(  381) 
3.94531 

(5748) 

3.99383 

.0001 

TOTAL 

(  305) 
3.69032 

{  112) 
3.94089 

(2695) 

3.82668 

(  128) 
3.73477 

(3240) 

3.80185 

LEVEL 

(1818) 

(  626) 

(6035) 

n.s. 

(  509) 

(8988) 

n.s. 

SQ13:  WORK 

I  00  SUPPORTS  MY  ORGANIZATION  MISSION 

GROUP 

BLACK 

HISPANIC 

RACE 

WHITE 

OTHER 

TOTAL 

LEVEL 

EMPLOYEE 

4.29630 

4.32290 

4.29512 

4.29474 

4.29790 

SUPERVISOR 

(1485) 

4.53311 

(  511) 

4.55856 

(3297) 

4.55906 

(  380) 
4.53906 

(5673) 

4.55580 

.0001 

TOTAL 

(  302) 
4.33632 

(  111) 

4.36495 

(2667) 

4.41315 

(  128) 
4.35630 

(3208) 

4.39106 

(1787) 

(  622) 

(5964) 

(  508) 

(8881) 

LEVEL 

n. 

.s. 

n.s. 

3.  EMPLOYEE  COMPOSITES 

EC0MP2  ;  JOB  SATISFACTION 

RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

154B 

3.35568 

0.911801 

1 

5 

HISPANIC 

522 

3.53145 

0.884724 

1 

5 

.0001 

WHITE  NOT  HISPANIC 

3379 

3.34170 

0.913551 

1 

5 

OTHER 

389 

3.53796 

0.854237 

1 

5 

EC0MP3  :  FAIRNESS  RE:  PROMOTION 

RACE  N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

1547 

2.74307 

0.945778 

1 

5 

HISPANIC 

522 

2.89575 

0.976582 

1 

5 

.001 

WHITE  NOT  HISPANIC 

3377 

2.84129 

0.958186 

1 

5 

OTHER 

388 

2.92629 

0.956086 

1 

5 

EC0MP4  ;  EVALUATION  OF 

SUPERVISOR 

RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

1545 

3.38721 

1.00547 

1 

5 

HISPANIC 

521 

3.35243 

1.05330 

1 

5 

n.s. 

WHITE  NOT  HISPANIC 

3379 

3.37131 

1.00908 

1 

5 

OTHER 

388 

3.50092 

0.96708 

1 

5 
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ECQNP12  :  AHMOS/RECOCl  6IVCN  MNEN  DESERVED 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

BLACK  NOT  HISP 

1547 

2.73395 

1.02421 

1 

5 

HISPANIC 

522 

2.74856 

1.02745 

1 

5 

WHITE  NOT  HISPANIC 

3379 

2.81841 

1.01714 

1 

5 

oim 

389 

2.94344 

1.05715 

1 

5 

ECONPIS  :  era  IS  HELPFUL 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

BLACK  NOT  HISP 

1546 

3.57342 

0.770583 

1 

5 

HISPANIC 

521 

3.49264 

0.839528 

1 

5 

WHITE  NOT  HISPANIC 

3371 

3.37926 

0.829631 

1 

5 

OTHER 

388 

3.45833 

0.842829 

1 

5 

4.  EMPLOYEE  ITEMS 

E3  ;  I  HAVE  GOOD  JOB  SECURITY 


RACE 

N 

MEAN 

STO 

NIN 

MAX 

BLACK  NOT  HISP 

1528 

3.54319 

1.06002 

1 

5 

HISPANIC 

513 

3.66277 

1.09389 

I 

5 

WHITE  NOT  HISPANIC 

3357 

3.58475 

1.13970 

1 

5 

OTHER 

387 

3.75969 

1.09952 

1 

5 

ES  :  I  AM  ABLE  TO  GET  THE  TRNG  I  NEED 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

BLACK  NOT  HISP 

1532 

3.28460 

1.18556 

1 

5 

HISPANIC 

518 

3.13707 

1.19417 

1 

5 

WHITE  NOT  HISPANIC 

3364 

3.15963 

1.17376 

1 

5 

OTHER 

385 

3.26753 

1.14955 

1 

5 

E31  :  NEW  EHPL  GET  ENGH 

TRNG  TO  DO 

JOB 

RACE 

N 

MEAN 

STD 

NIN 

MAX 

BLACK  NOT  HISP 

1540 

3.16753 

1,17168 

1 

5 

HISPANIC 

516 

3.13566 

1.17457 

1 

5 

WHITE  NOT  HISPANIC 

3371 

3.04954 

1.12494 

1 

5 

OTHER 

385 

3.17143 

1.07854 

1 

5 

E38  :  NEW  EHPL  ARE  USUALLY  WELL  QUALIFIED 


RACE 

N 

MEAN 

STD 

NIN 

MAX 

BLACK  NOT  HISP 

1532 

2.99217 

1.03369 

1 

5 

HISPANIC 

518 

2.90347 

1.06389 

1 

5 

WHITE  NOT  HISPANIC 

3363 

2.99524 

1.01152 

1 

5 

OTHER 

385 

3.03117 

1.05281 

1 

5 

LEVEL 

.001 

LEVEL 

.0001 


LEVEL 

.01 

LEVEL 

.01 

LEVEL 

.01 

LEVEL 

n.s. 
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Table  16  (Contliwad) 


E73  :  HCMNT  INTRSO  IN  OPPT  FOR  FEN/NINORITIES 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

1S33 

2.82192 

1.01759 

1 

5 

HISPANIC 

518 

3.01351 

1.01907 

1 

5 

.0001 

WIITE  NOT  HISPANIC 

3353 

3.18461 

0.96766 

1 

5 

OTHER 

384 

3.07031 

0.97902 

1 

5 

5.  SUPERVISOR  COMMSITES 


SCONP2  :  JOB  SATISFACTION 


RACE 

N 

I£AN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

310 

3.75968 

0.903589 

1 

5 

HISPANIC 

115 

3.76667 

0.915483 

1 

5 

n.s. 

WHITE  NOT  HISPANIC 

2719 

3.87152 

0.824693 

1 

5 

OTHER 

130 

3.86026 

0.760458 

1 

5 

SCOHP3  :  FAIRNESS  RE:  PROMOTION 


RACE 

N 

MEAN 

STO 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

310 

2.90914 

1.00952 

1 

5 

HISPANIC 

115 

2.97101 

1.01698 

1 

5 

.0001 

WHITE  NOT  HISPANIC 

2718 

3.29544 

0.96166 

1 

5 

OTHER 

130 

3.14231 

1.01095 

1 

5 

SC0MP4  :  EVALUATION  OF  SUPERVISOR 


RACE 

N 

MEAN 

STO 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

311 

3.67406 

0.922777 

1 

5 

HISPANIC 

115 

3.62913 

0.920311 

1 

5 

n.s. 

WHITE  NOT  HISPANIC 

2727 

3.71898 

0.898732 

1 

5 

OTHER 

131 

3.67786 

0.894968 

1 

5 

SC0HP19  :  POSITIVE  EVALUATION  OF  CPO  RE:  GENERAL  FUNCTIONS 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

310 

3.67457 

0.792157 

1.40000 

5.37500 

HISPANIC 

115 

3.48711 

0.904967 

1.50000 

5.37500 

n.s. 

WHITE  NOT  HISPANIC 

2720 

3.59775 

0.772378 

1.37500 

5.37500 

OTHER 

130 

3.53981 

0.839416 

1.37500 

5.25000 

SC0MP20  : 

POSITIVE 

EVALUATION  OF 

CPO  RE  ADVISORV/COUNSELING  SERVICES 

RACE 

N 

MEAN 

STD  1 

HIN 

MAX 

LEVEL 

BLACK  NOT 

HISP 

306 

3.51013 

1.33539 

1 

6 

HISPANIC 

115 

3.53522 

1.25509 

1 

6 

n.s. 

WHITE  NOT 

HISPANIC 

2701 

3.47767 

1.30832 

1 

6 

OTHER 

129 

3.38915 

1.35670 

1 

6 
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Table  16  (Continued) 


SC0NP22  :  SATISFIED  W/  QUALITY  OF  PERSONNEL  REFERRALS 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

307 

3.26221 

0.897785 

1 

5.00000 

HISPANIC 

114 

3.10088 

0.964365 

1 

5.00000 

n.s. 

WHITE  NOT  HISPANIC 

2702 

3.16247 

0.912940 

1 

5.00000 

OTHER 

130 

3.11923 

0.868938 

1 

4.50000 

6.  SUPERVISOR  ITENS 

S2  :  ENGH  AUTH  TO  FULFILL  SUPV  DUTIES 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

306 

3.74183 

1.20736 

1 

5 

HISPANIC 

111 

3.63063 

1.30682 

1 

5 

.01 

WHITE  NOT  HISPANIC 

2673 

3.89525 

1.09104 

1 

5 

OTHER 

128 

3.78125 

1.14972 

1 

5 

S15  :  NOT  ENGH  PEOPLE  TO  GET  WORK  DONE  HERE* 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

310 

2.57742 

1.33855 

1 

5 

HISPANIC 

115 

2.33913 

1.25577 

1 

5 

n.s. 

WHITE  NOT  HISPANIC 

2715 

2.53702 

1.26033 

1 

5 

OTHER 

127 

2.32283 

1.18108 

1 

5 

S22  :  ADO  TRAINEO/PREP  TO  BE  A  SUPERVISOR 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

307 

3.98046 

0.99653 

1 

5 

HISPANIC 

114 

3.77193 

1.11335 

1 

5 

n.s. 

WHITE  NOT  HISPANIC 

2702 

3.86158 

0.96711 

1 

5 

OTHER 

128 

3.89844 

0.92931 

1 

5 

S24  ;  GET  SUBORDINATES  TRAINING  WHEN  NEEDED 


RACE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

BLACK  NOT  HISP 

306 

2.97386 

1.21977 

1 

5 

HISPANIC 

114 

2.69298 

1.31786 

1 

5 

.0001 

WHITE  NOT  HISPANIC 

2685 

3.15866 

1.15369 

1 

5 

OTHER 

128 

3.03906 

1.16648 

1 

5 

76 


Tabu  17 

GRADE 

Means,  Standard  Deviations,  Ranges,  and  Levels  of 
Statistical  Significance  for  Mean  Differences 


1.  COMM  ENPLOYEE/SUPERVISOR  COMPOSITES 


COMPl:  EVALUATION  OF  HANAGEHENT 


GROUP 

LESS 

7-10 

EMPLOYEE 

THAN  7 
2.93515 

2.92541 

(2614) 

(1780) 

SUPERVISOR 

3.13808 

3.19343 

(  247) 

(  783) 

TOTAL 

2.95267 

3.00729 

(2861) 

(2563) 

GRADE 


11-12 

13  AND 

TOTAL 

ABOVE 

2.96479 

3.10125 

2.94321 

(1054) 

(  190) 

(5638) 

3.29200 

3.40318 

3.29168 

(1094) 

(1027) 

(3151) 

3.13145 

3.35604 

3.06814 

(2148) 

(1217) 

(8789) 

LEVEL 


.0001 


LEVEL 

.0001 

C7:  WOULD  LEAVE 

CURRENT 

JOB  FOR  INSIDE  GOVERNMENT 

GROUP 

GRADE 

LESS 

7-10 

11-12 

13  AND 

TOTAL 

THAN  7 

ABOVE 

EMPLOYEE 

3.16460 

3.18683 

3.09661 

2.96473 

3.15200 

(2585) 

(1769) 

(1061) 

(  189) 

(5604) 

SUPERVISOR 

3.19492 

3.06994 

2.92576 

2.72955 

2.91759 

{  236) 

(  784) 

(1100) 

(1031) 

(3151) 

TOTAL 

3.16714 

3.15093 

3.00964 

2.76598 

3.06764 

(2821) 

(2553) 

(2161) 

(1220) 

(8755) 

LEVEL 

.0001 

C8;  WOULD  LEAVE 

CURRENT 

JOB  FOR  OUTSIDE  GOVERNMENT 

GROUP 

LESS 

7-10 

GRADE 

11-12 

13  AND 

TOTAL 

EMPLOYEE 

THAN  7 
2.97276 

2.84762 

2.93587 

ABOVE 

2.90860 

2.92436 

(2551) 

(1726) 

(1037) 

(  186) 

( 5500) 

SUPERVISOR 

2.96091 

2.86071 

2.87893 

2.87354 

2.87909 

(  243) 

(  761) 

(1082) 

(1028) 

(3114) 

TOTAL 

2.97173 

2.85163 

2.90680 

2.87891 

2.90800 

(2794) 

(2487) 

(2119) 

(1214) 

(8614) 

n.s. 


LEVEL 


.0001 


n.s. 


LEVEL 


n.s. 


LEVEL 


n.s. 


n.s. 


Table  17  (Continued) 


C9;  SUPERVISOR 

SUPPORTS  TRAINING  NEEDS 

GROUP 

LESS 

7-10 

GRADE 

11-12 

13  AND 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  7 
2.73813 

2.79132 

2.95880 

ABOVE 

3.12153 

2.80945 

SUPERVISOR 

(2633) 

3.00234 

(1795) 

3.04960 

(1074) 

3.17792 

(  192) 
3.38860 

(5694) 

3.20086 

.0001 

TOTAL 

(  249) 
2.76096 

(  798) 
2.87081 

(1111) 

3.07021 

(1042) 

3.34704 

(3200) 

2.95028 

(2882) 

(2593) 

(2185) 

(1234) 

(8894) 

LEVEL 

0001 

n.s. 

Cli:  CIVILIANS 

IMPORTANT 

TO  MANAGEMENT 

GROUP 

LESS 

7-10 

SIAOE 

11-12 

13  AND 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  7 
3.16433 

3.15144 

3.14762 

ABOVE 

3.16920 

3.15732 

SUPERVISOR 

(2709) 

3.16092 

(1828) 

3.17888 

(1094) 

3.17952 

(  197) 
3.29786 

(5828) 

3.21682 

n.s. 

TOTAL 

(  261) 
3.16403 

(  805) 
3.15983 

(1128) 

3.16382 

(1076) 

3.27795 

(3270) 

3.17870 

LEVEL 

(2970) 

(2633) 

n.s. 

(2222) 

(1273) 

(9098) 

n.s. 

2.  COMMON  EMPLOYEE/SUPERVISOR  ITEMS 

E11_S30:  I 

AM  SATISFIED  H/ 

CHANCES  FOR  PROMOTION 

GROUP 

GRADE 

LESS 

7-10 

11-12 

13  AND 

TOTAL 

LEVEL 

THAN  7 

ABOVE 

EMPLOYEE 

2.40616 

2.62630 

2.67982 

2.90863 

2.54373 

(2696) 

(1825) 

(1090) 

(  197) 

(5808) 

SUPERVISOR 

2.73438 

2.92472 

3.11210 

3.23557 

3.07721 

.0001 

(  256) 

(  797) 

(1124) 

(1074) 

(3251) 

TOTAL 

2.43462 

2.71701 

2.89928 

3.18489 

2.73518 

(2952) 

(2622) 

(2214) 

(1271) 

(9059) 

LEVEL 

.0001 

n.s. 

E32_S39:  PEOPLE 

WHOSE  PERF 

HURT  BY  ORUGS/ALCOHOL* 

GROUP 

LESS 

7-10 

GRADE 

11-12  13  AND 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  7 
3.50916 

3.44904 

ABOVE 

3.68107  3.60714 

3.52598 

SUPERVISOR 

(2675) 

3.71206 

(1815) 

3.90189 

(1088)  (  196) 

4.13090  4.00466 

(5774) 

4.00000 

.0001 

TOTAL 

{  257) 
3.52694 

(  795) 
3.58697 

(1123)  (1072) 

3.90954  3.94322 

(3247) 

3.69660 

(2932) 

(2610) 

(2211)  (1268) 

(9021) 

LEVEL 

.0001 

.05 
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E58_S38:  TOP  NANGCNENT  SUPPORTS  EEO 

GROUP  GRADE 


LESS 

7-10 

11-12 

13  AND 

TOTAL 

LEVEL 

THAN  7 

ABOVE 

EMPLOYEE 

3.26696 

3.28650 

3.38292 

3.55330 

3.30466 

(2682) 

(1822) 

(1089) 

(  197) 

(5790) 

SUPERVISOR 

3.79457 

3.92443 

3.95018 

4.01027 

3.95134 

.0001 

(  258) 

(  794) 

(1124) 

(1071) 

(3247) 

TOTAL 

3.31327 

3.48012 

3.67103 

3.93927 

3.53701 

(2940) 

(2616) 

(2213) 

(1268) 

(9037) 

LEVEL 

.0001 

n.s. 

E66_S45:  I 

PLAN  TO  REMAIN 

WITH  ARMY 

TILL  I  RETIRE 

GROUP 

GRADE 

LESS 

7-10 

11-12 

13  AND 

TOTAL 

LEVEL 

THAN  7 

ABOVE 

EMPLOYEE 

3.62646 

3.82936 

3.60148 

3.76650 

3.69027 

(2661) 

(1805) 

(1084) 

(  197) 

(5747) 

SUPERVISOR 

3.96429 

4.07398 

3.91607 

4.01029 

3.98946 

.0001 

(  252) 

(  784) 

(1120) 

(1069) 

(3225) 

TOTAL 

3.65568 

3.90344 

3.76134 

3.97235 

3.79782 

(2913) 

(2589) 

(2204) 

(1266) 

(8972) 

LEVEL 

.0001 

n.s. 

SQ13:  WORK 

I  DO  SUPPORTS 

MY  ORGANIZATION  MISSION 

GROUP 

LESS 

7-10 

GRADE 

11-12  13  AND 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  7 
4.31169 

4.30442 

AROUr 

4.25746  4.30366 

4.29887 

SUPERVISOR 

(2618) 

4.54400 

(1787) 

4.53885 

(1072)  (  191) 

4.54824  4.58671 

(5668) 

4.55806 

.0001 

TOTAL 

(  250) 
4.33194 

(  798) 
4.37679 

(1109)  (1038) 

4.40532  4.54272 

(3195) 

4.39231 

LEVEL 

(2868) 

(2585) 

n.s 

(2181)  (1229) 

(8863) 

n.s. 

3.  EMPLOYEE  CONKISITES 

EC0MP2  :  JOB  SATISFACTION 

GRADE  N 

MEAN 

STD 

MIN 

MAX 

LESS  THAN  7 

2715 

3.23612 

0.929774 

1 

5 

7-10 

1829 

3.47985 

0.867524 

1 

5 

11-12 

1094 

3.50920 

0.886144 

1 

5 

13  AND  ABOVE 

197 

3.52910 

0.888698 

1 

5 
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LEVEL 

.0001 
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EC0I«>3  :  FAIRNESS  RE:  PRONOTIOH 


GRADE 

N 

MEAN 

STO 

MIN 

MAX 

LESS  THAN  7 

2711 

2.71459 

0.961148 

1 

5 

7-10 

1829 

2.86919 

0.960673 

1 

5 

11-12 

1094 

2.95832 

0.914164 

1 

5 

13  AND  ABOVE 

197 

3.20838 

0.901016 

1 

5 

EC0NP4  :  EVALUATION  OF  SUPERVISOR 


GRADE 

N 

MEAN 

STD 

NIN 

MAX 

LESS  THAN  7 

2710 

3.39061 

1.02124 

1 

5 

7-10 

1829 

3.33387 

1.01674 

1 

5 

11-12 

1093 

3.43368 

0.97554 

1 

5 

13  AND  ABOVE 

197 

3.50812 

0.93354 

1 

5 

EC0NP12  :  AMARDS/RECOG  GIVEN  WHEN  DESERVED 


GRADE 

N 

MEAN 

STO 

NIN 

NAX 

LESS  THAN  7 

2715 

2.75546 

1.04042 

1 

5 

7-10 

1828 

2.76874 

1.02697 

1 

5 

11-12 

1094 

2.89770 

0.96092 

1 

5 

13  AND  ABOVE 

197 

3.15525 

0.99113 

1 

5 

ECOHP15  ;  CPO  IS  HELPFUL 


GRADE 

N 

MEAN 

STO 

NIN 

NAX 

LESS  THAN  7 

2705 

3.47301 

0.825674 

1.00000 

5 

7-10 

1827 

3.42246 

0.825470 

1.00000 

5 

11-12 

1093 

3.40393 

0.819620 

1.00000 

5 

13  AND  ABOVE 

197 

3.45178 

0.735836 

1.33333 

5 

4.  EM>LOrEE  ITEMS 


E3  :  I  HAVE  GOOD  JOB  SECURITY 


GRADE 

N 

MEAN 

STD 

NIN 

MAX 

LESS  THAN  7 

2687 

3.54522 

1.12546 

1 

5 

7-10 

1815 

3.53278 

1.16495 

1 

5 

11-12 

1085 

3.72627 

1.03967 

1 

5 

13  AND  ABOVE 

196 

3.97449 

0.88542 

1 

5 

E5  :  I  AN  ABLE  TO 

GET  THE  TRNG 

I  NEED 

GRADE 

N 

NEAN 

STO 

MIN 

NAX 

LESS  THAN  7 

2689 

3.22090 

1.18535 

1 

5 

7-10 

1824 

3.16776 

1.18841 

1 

5 

11-12 

1083 

3.16528 

1.16377 

1 

5 

13  AND  ABOVE 

197 

3.32487 

1.08611 

1 

5 

LEVEL 

.0001 

LEVEL 

.05 

LEVEL 

.0001 

LEVEL 

n.s. 

LEVEL 

.0001 

LEVEL 

n.s. 
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E31  :  NEW  ENPL  GET  EN6H  TRNG  TO  DO  JOB 


GRADE 

N 

NEAN 

STD 

NIN 

MAX 

LEVEL 

LESS  THAN  7 

2698 

3.09933 

1.17560 

1 

5 

7-10 

1822 

3.10209 

1.13140 

1 

5 

.05 

n-12 

1090 

3.04220 

1.08672 

1 

5 

13  AND  ABOVE 

196 

3.28S71 

0.99228 

1 

5 

E38  :  NEW  EHPL  ARE 

USUALLY  WELL  QUALIFIED 

GRADE 

N 

HEAN 

STD 

NIN 

MAX 

LEVEL 

LESS  THAN  7 

2686 

2.97580 

1.04773 

1 

5 

7-10 

1819 

2.90159 

1.01944 

1 

5 

.0001 

11-12 

1092 

3.12363 

0.97367 

1 

5 

13  AND  ABOVE 

197 

3.22843 

0.91116 

1 

5 

E73  :  NGWIT  INTRSO 

IN  OPPT  FOR 

FEN/MINORITIES 

GRADE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  7 

2687 

2.97916 

1.00942 

1 

5 

7-10 

1813 

3.07887 

1.00213 

1 

5 

.0001 

11-12 

1088 

3.18934 

0.94319 

1 

5 

13  AND  ABOVE 

197 

3.36041 

0.98305 

1 

5 

5.  SUPERVISOR  COMPOSITES 

SC0MP2  :  JOB  SATISFACTION 

GRADE  N 

NEAN 

STD 

MIN 

NAX 

LEVEL 

LESS  THAN  7 

259 

3.66860 

0.926740 

1 

5 

7-10 

800 

3.79021 

0.824113 

1 

5 

.0001 

11-12 

1125 

3.86385 

0.839895 

1 

5 

13  AND  ABOVE 

1075 

3.94419 

0.797158 

1 

5 

SC0NP3  :  FAIRNESS 

RE:  PROMOTION 

GRADE 

N 

NEAN 

STD 

MIN 

NAX 

LEVEL 

LESS  THAN  7 

259 

2.74710 

1.03932 

1 

5 

7-10 

800 

3.00479 

1.02460 

I 

5 

.0001 

11-12 

1125 

3.25156 

0.93363 

1 

5 

13  AND  ABOVE 

1074 

3.52700 

0.87259 

1 

5 

SC0MP4  ;  EVALUATION  OF  SUPERVISOR 

GRADE 

N 

NEAN 

STD 

MIN 

NAX 

LEVEL 

LESS  THAN  7 

261 

3.71226 

0.879993 

1 

5 

7-10 

805 

3.62402 

0.933680 

1 

5 

.01 

11-12 

1128 

3.70757 

0.894647 

1 

5 

13  AND  ABOVE 

1076 

3.77627 

0.888217 

1 

5 

81 
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SC0M>19  :  POSITIVE  EVALUATION  OF  CPO  RE:  GEIKRAL  FUNaiONS 


GRADE 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

LESS  THAN  7 

259 

3.40749 

0.855094 

1.40000 

5.37500 

7-10 

800 

3.52634 

0.788970 

1.37500 

5.37500 

.0001 

11-12 

1125 

3.61871 

0.789306 

1.37500 

5.37500 

13  AND  ABOVE 

1076 

3.67942 

0.738261 

1.50000 

5.37500 

SC0MP20  :  POSITIVE  EVALUATION  OF  CPO  RE  AOVISORY/COUNSELING  SERVICES 

GRADE 

N 

NEAN 

STD 

NIN 

MAX 

LEVEL 

LESS  THAN  7 

254 

3.38563 

1.39773 

1 

6 

7-10 

794 

3.46534 

1.28910 

1 

6 

n.s. 

11-12 

1116 

3.44682 

1.33096 

1 

6 

13  AND  ABOVE 

1072 

3.55047 

1.28203 

1 

6 

SC0HP22  :  SATISFIED  W/  QUALITY  OF  PERSONNEL  REFERRALS 

GRADE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  7 

256 

3.10156 

0.965806 

1 

5 

7-10 

796 

3.09862 

0.937016 

1 

5 

.05 

11-12 

1120 

3.20536 

0.905631 

1 

5 

13  AND  ABOVE 

1066 

3.19653 

0.882313 

1 

5 

6.  SUPERVISOR  ITEMS 

S2  :  ENGH  AUTH  TO  FULFILL 

GRADE  N 

SUPV  DUTIES 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  7 

253 

3.77470 

1.17203 

1 

5 

7-10 

792 

3.69318 

1.17735 

1 

5 

.0001 

11-12 

1102 

3.88566 

1.11533 

1 

5 

13  AND  ABOVE 

1058 

4.00567 

1.02382 

1 

5 

SI 5  :  NOT  ENGH  PEOPLE 

TO  GET  WORK  DONE  HERE 

* 

GRADE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  7 

259 

2.58687 

1.33932 

1 

5 

7-10 

797 

2.44542 

1.29498 

1 

5 

n.s. 

11-12 

1123 

2.53072 

1.26156 

1 

5 

13  AND  ABOVE 

1073 

2.56104 

1.22712 

1 

5 

S22  :  ADQ  TRAINEO/PREP  TO  BE  A  SUPERVISOR 

GRADE 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  7 

254 

3.81890 

1.11346 

1 

5 

7-10 

796 

3.78518 

1.04987 

1 

5 

.01 

11-12 

1118 

3.87299 

0.94994 

1 

5 

13  AND  ABOVE 

1069 

3.94107 

0.90322 

1 

5 
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S24  :  GET  SUBOROINATES  TRAINING  WHEN  IKEDEO 


GRADE 

N 

NEAN 

LESS  THAN  7 

254 

2.80315 

7-10 

794 

2.88791 

11-12 

1110 

3.05225 

13  AND  ABOVE 

1060 

3.45094 

STD 

NIN 

NAX 

LEVEL 

1.19313 

1 

5 

.0001 

1.18152 

1 

5 

1.19549 

1 

5 

1.05310 

1 

5 
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T«bU  18 
EDUCATION 

Means,  Standard  Deviations,  Ranges,  and  Levels  of 
Statistical  Significance  for  Mean  Differences 


1.  COMMON  ENPLOyEE/SUreiyiSOR  COMPOSITES 
C0m>l:  EVALUATION  OF  MANAGEMENT 


GROUP 


EOUCATION 


LESS 

HS 

SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

THAN  HS 

COLLEGE 

DEGREE 

DEGREE 

DEGREE 

EMPLOYEE 

3.16500 

2.98769 

2.89540 

2.89092 

3.00285 

2.85872 

2.94294 

(  250) 

(1433) 

(2197) 

(  648) 

(  277) 

(  333) 

(5638) 

SUPERVISOR 

3.46584 

3.37765 

3.27601 

3.20244 

3.25898 

3.32961 

3.29137 

.0001 

(  46) 

(  432) 

(  853) 

(  303) 

(  899) 

(  621) 

(3154) 

TOTAL 

3.21175 

3.07801 

3.00185 

2.99017 

3.14023 

3.16537 

3.06793 

(  296) 

(1865) 

(3050) 

(  951) 

(1676) 

(  954) 

(8792) 

LEVEL 

.001 

n.s. 

C0MP7:  WOULD  LEAVE  CURRENT  JOB  FOR  INSIDE  GOVERMCNT 
GROUP  EOUCATION 


LESS 

HS 

SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

THAN  HS 

COLLEGE 

DEGREE 

DEGREE 

DEGREE 

EMPLOYEE 

2.93648 

3.12224 

3.18653 

3.27135 

3.12259 

3.05094 

3.15204 

(  244) 

(1418) 

(2190) 

(  640) 

(  779) 

(  337) 

(5608) 

SUPERVISOR 

2.79259 

2.80201 

3.00650 

3.05721 

2.88932 

2.86098 

2.91799 

.0001 

(  45) 

(  431) 

(  846) 

(  303) 

(  908) 

(  621) 

(3154) 

TOTAL 

2.91407 

3.04759 

3.13636 

3.20255 

2.99704 

2.92780 

3.06779 

(  289) 

(1849) 

(3036) 

(  943) 

(1587) 

(  958) 

(8762) 

LEVEL 


.0001 


n.s. 


C0NP8:  WOULD  LEAVE  CURRENT  JOB  FOR  OUTSIDE 

GOVERW«NT 

GROUP 

LESS 

EOUCATION 

HS  SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  HS 
2.78571 

2.85766 

COLLEGE 

2.88044 

DEGREE 

2.98571 

DEGREE 

3.05890 

DEGREE 

3.11607 

2.92168 

SUPERVISOR 

(  245) 
2.55682 

(1391) 

2.72653 

(2137) 

2.75212 

(  630) 
3.01178 

(  764) 
2.93514 

(  336) 
3.03065 

(5503) 

2.87901 

.01 

TOTAL 

(  44) 
2.75087 

(  426) 
2.82691 

(  827) 
2.84464 

(  297) 
2.99407 

(  902) 
2.99190 

{  620) 
3.06067 

(3116) 

2.90625 

(  289) 

(1817) 

(2964) 

(  927) 

(1666) 

(  956) 

(3619) 

LEVEL  .0001  n.s. 
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C0MP9:  SUPERVISOR  SUPPORTS  TRAINING  NEEDS 


GROUP 

LESS 

EDUCATION 

HS  SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

EHPLOYEE 

THAN  HS 
2.85516 

2.78609 

COLLEGE 

2.76407 

DEGREE 

2.78458 

DEGREE 

2.96013 

DEGREE 

2.91446 

2.81212 

SUPERVISOR 

(  252) 
3.17778 

(1443) 

3.22462 

(2221) 

3.12688 

(  653) 
3.11129 

(  788) 
3.21832 

(  340) 
3.29743 

(5697) 

3.19925 

.0001 

TOTAL 

(  45) 
2.90404 

(  440) 
2.88856 

(  863) 
2.86560 

(  307) 
2.88906 

(  918) 
3.09906 

(  629) 
3.16305 

(3202) 

2.95142 

LEVEL 

(  297) 

(1883) 

(3084) 

.0001 

(  960) 

(1706) 

(  969) 

(8899) 

n.s. 

CONPll:  CIVILIANS  IMPORTANT  TO  MANAGEMENT 

GROUP 

LESS 

EDUCATION 

HS  SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  HS 
3.43050 

3.21771 

COLLEGE 

3.14100 

DEGREE 

3.09731 

DEGREE 

3.13830 

DEGREE 

2.98696 

3.15895 

SUPERVISOR 

(  259) 
3.60993 

(1489) 

3.36310 

(2266) 

3.21348 

(  668) 
3.18466 

(  805) 
3.14490 

(  345) 
3.21104 

(5832) 

3.21682 

.0001 

TOTAL 

(  47) 
3.45806 

(  448) 
3.25133 

(  883) 
3.16132 

(  315) 
3.12530 

(  934) 
3.14184 

(  646) 
3.13303 

(3273) 

3.17975 

LEVEL 

(  306) 

(1937) 

(3149) 

.0001 

(  983) 

(1739) 

(  991) 

(9105) 

.05 

2.  COmON  ENPLOTEE/SUPERVISOR  ITEMS 


E11_S30:  I  AH  SATISFIED  H/  CHANCES  FOR  PROHOTIOH 


GROUP 

LESS 

EDUCATION 
HS  SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  HS 
2.98828 

2.66104 

COLLEGE 

2.45290 

DEGREE 

2.43328 

DEGREE 

2.64589 

DEGREE 

2.35362 

2.54800 

SUPERVISOR 

(  256) 
3.51064 

(1481) 

3.18962 

(2261) 

3.11745 

(  667) 
3.04502 

(  802) 
3.07082 

(  345) 
2.94255 

(5812) 

3.07806 

.0001 

TOTAL 

(  47) 
3.06931 

(  443) 
2.78274 

(  877) 
2.63862 

(  311) 
2.62781 

(  932) 
2.87428 

(  644) 
2.73711 

(3254) 

2.73825 

LEVEL 

(  303) 

(1924) 

(3138) 

(  978) 

.0001 

(1734) 

(  989) 

(9066) 

n.s. 

E32_S39:  PEOPLE  WHOSE 

PERF  HURT 

BY  DRUGS/ALCOHOL* 

GROUP 

EDUCATION 

LESS 

HS 

SOME 

ASSOCIATES 

BACHELORS 

ADVANCED 

TOTAL 

LEVEL 

THAN  HS 

COLLEGE 

DEGREE 

DEGREE 

DEGREE 

EMPLOYEE 

3.25794 

3.45071 

3.51448 

3.51729 

3.72466 

3.72174 

3.52882 

(  252) 

(1471) 

(2245) 

(  665) 

(  799) 

(  345) 

(5777) 

SUPERVISOR 

3.10638 

3.99097 

3.96560 

3.90446 

4.07833 

4.05452 

4.00062 

.0001 

(  47) 

(  443) 

(  872) 

(  314) 

(  932) 

(  642) 

(3250) 

TOTAL 

3.23411 

3.57576 

3.64068 

3.64147 

3.91508 

3.93820 

3.69868 

(  299) 

(1914) 

(3117) 

(  979) 

(1731) 

(  987) 

(9027) 

LEVEL  .0001  .01 
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Table  18  (Contfnuad) 


E58_S38:  TOP  NANGENCNT  SUPPORTS  EEO 


GROUP  EDUCATION 


LESS 

HS 

SOME 

ASSOCIATES 

BACHELORS  ADVANCED 

TOTAL 

LEVEL 

EftfLOYEE 

THAN  HS 
3.34387 

3.30639 

COLLEGE 

3.27394 

DEGREE 

3.30135 

DEGREE 

3.39076 

DEGREE 

3.32558 

3.30761 

SUPERVISOR 

(  253) 
3.91489 

(1472) 

4.03378 

(2256) 

3.96900 

(  667) 
3.83439 

(  801) 
3.93991 

(  344) 
3.94081 

(5793) 

3.95015 

.0001 

TOTAL 

(  47) 
3.43333 

(  444) 
3.47495 

(  871) 
3.46754 

(  314) 
3.47197 

(  932) 
3.68609 

(  642) 
3.72617 

(3250) 

3.53854 

LEVEL 

(  300) 

(1916) 

(3127) 

(  981) 

n.s. 

(1733) 

(  986) 

(9043) 

.05 

E66_S45:  I 

PLAN  TO  REMAIN  WITH  ARMY  TILL 

I  RETIRE 

GROUP 

LESS 

EDUCATION 

HS  SOME 

ASSOCIATES 

BACHELORS  ADVANCED 

TOTAL 

LEVEL 

EMPLOYEE 

THAN  HS 
3.95181 

3.86685 

COLLEGE 

3.73417 

DEGREE 

3.62387 

DEGREE 

3.36763 

DEGREE 

3.33528 

3.68991 

SUPERVISOR 

(  249) 
4.29787 

(1457) 

4.26037 

(2242) 

4.18014 

(  662) 
3.99355 

(  797) 
3.83798 

(  343) 
3.75117 

(5750) 

3.99102 

.0001 

TOTAL 

(  47) 
4.00676 

(  434) 
3.95717 

(  866) 
3.85843 

(  310) 
3.74177 

(  932) 
3.62117 

(  639) 
3.60591 

(3228) 

3.79817 

LEVEL 

(  296) 

(1891) 

(3108) 

(  972) 

.0001 

(1729) 

(  982) 

(8978) 

n.s. 

SQ13:  WORK  I  00  SUPPORTS  MY  ORGANIZATION  MISSION 


GROUP  EDUCATION 


LESS 

HS 

SOME 

ASSOCIATES 

BACHELORS  ADVANCED 

TOTAL 

LEVEL 

THAN  HS 

COLLEGE 

DEGREE 

DEGREE 

DEGREE 

EMPLOYEE 

4.13710 

4.26936 

4.32942 

4.31538 

4.29860 

4.30882 

4.29871 

(  248) 

(1433) 

(2213) 

(  650) 

(  787) 

(  340) 

(5671) 

SUPERVISOR 

4.33333 

4.52036 

4.56032 

4.60912 

4.53712 

4.59520 

4.55646 

.0001 

(  45) 

(  442) 

(  862) 

(  307) 

(  916) 

(  625) 

(3197) 

TOTAL 

4.16724 

4.32853 

4.39415 

4.40961 

4.42689 

4.49430 

4.39163 

(  293) 

(1875) 

(3075) 

(  957) 

(1703) 

(  965) 

(8868) 

LEVEL  .001  n.s. 


3.  EMPLOYEE  COMPOSITES 


EC0MP2  :  JOB  SATISFACTION 


EDUCATION 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

LESS  THAN  HS 

260 

3.67045 

0.810786 

1 

5 

HS 

1493 

3.48438 

0.839620 

1 

5 

SOME  COLLEGE 

2268 

3.33705 

0.905266 

1 

5 

.0001 

ASSOCIATE  DEGREE 

668 

3.34441 

0.958070 

1 

5 

BACHELORS  DEGREE 

805 

3.24640 

0.963987 

1 

5 

ADVANCED  DEGREE 

345 

3.31488 

0.960968 

1 

5 
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ECaHP3  :  FAIRNESS  RE:  PROMOTION 


EDUCATION 

N 

MEAN 

STD 

NIN 

NAN 

LESS  THAN  HS 

259 

3.03275 

0.929760 

1 

5 

HS 

1490 

2.87383 

0.943066 

1 

5 

SOME  COLLEGE 

2267 

2.77202 

0.940636 

1 

5 

ASSOCIATE  DEGREE 

668 

2.77632 

0.988384 

1 

5 

BACHELORS  DEGREE 

805 

2.90329 

0.980524 

1 

5 

ADVANCED  DEGREE 

345 

2.77406 

0.974300 

1 

5 

EC0HP4  :  EVALUATION  OF  SUPERVISOR 

EDUCATION  N 

MEAN 

STD 

HIN 

MAX 

LESS  THAN  HS 

260 

3.51059 

0.94950 

1 

5 

HS 

1491 

3.40469 

1.00957 

1 

5 

SOME  COLLEGE 

2265 

3.33471 

1.01456 

1 

5 

ASSOCIATE  DEGREE 

668 

3.34984 

1.00559 

1 

5 

BACHELORS  DEGREE 

805 

3.48872 

0.97590 

1 

5 

ADVANCED  DEGREE 

344 

3.34613 

1.03551 

1 

5 

EC0HP12  :  AHARDS/RECOG  GIVEN  WHEN  DESERVED 

EDUCATION 

N 

MEAN 

STD 

NIN 

MAX 

LESS  THAN  HS 

260 

2.87276 

1.04913 

1 

5.00000 

HS 

1492 

2.81669 

1.04912 

1 

5.00000 

SOME  COLLEGE 

2268 

2.73839 

1.00610 

1 

5.00000 

ASSOCIATE  DEGREE 

668 

2.77957 

1.06660 

1 

5.00000 

BACHELORS  DEGREE 

805 

2.94130 

0.97111 

1 

5.00000 

ADVANCED  DEGREE 

345 

2.82488 

1.02332 

1 

4.75000 

EC0NP15  :  CPO  IS  HELPFUL 

EDUCATION 

N 

MEAN 

STD 

MIN 

MAX 

LESS  THAN  HS 

260 

3.63718 

0.759317 

1 

5 

HS 

1487 

3.50280 

0.795937 

1 

5 

SOME  COLLEGE 

2263 

3.43254 

0.834123 

1 

5 

ASSOCIATE  DEGREE 

668 

3.41492 

0.841042 

1 

5 

BACHELORS  DEGREE 

803 

3.40515 

0.807216 

1 

5 

ADVANCED  DEGREE 

345 

3.31739 

0.853527 

1 

5 

4.  Eaployee  Itens 

E3  :  I  HAVE  GOOD  JOB 

EDUCATION 

SECURITY 

N 

MEAN 

STD 

NIN 

MAX 

LESS  THAN  HS 

254 

3.70079 

1.06184 

1 

5 

HS 

1475 

3.53763 

1.16095 

1 

5 

SOME  COLLEGE 

2256 

3.54566 

1.12052 

1 

5 

ASSOCIATE  DEGREE 

661 

3.57186 

1.14933 

1 

5 

BACHELORS  DEGREE 

798 

3.74436 

1.02163 

1 

5 

ADVANCED  DEGREE 

343 

3.73761 

1.05740 

1 

5 

LEVEL 

.0001 

LEVEL 

.01 

LEVEL 

.0001 

LEVEL 

.0001 

LEVEL 

.0001 
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E5  :  1  AN  ABLE  TO  GET  THE  TRNG  I  NEED 


EDUCATION 

N 

NEAR 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

257 

3.38132 

1.16026 

1 

5 

HS 

1478 

3.27673 

1.14009 

1 

5 

SONE  COLLEGE 

2253 

3.13759 

1.19898 

1 

5 

.001 

ASSOCIATE  DEGREE 

667 

3.09445 

1.22232 

1 

5 

BACHELORS  DEGREE 

798 

3.21679 

1.14094 

1 

5 

ADVANCED  DEGREE 

344 

3.21802 

1.17388 

1 

5 

E31  :  NEW  ENPL  GET  ENGH  TRNG  TO 

DO  JOB 

EDUCATION 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

255 

3.30588 

1.13662 

1 

5 

HS 

1483 

3.15239 

1.13453 

1 

5 

SONE  COLLEGE 

2259 

3.05843 

1.14693 

1 

5 

.01 

ASSOCIATE  DEGREE 

666 

3.05405 

1.18134 

1 

5 

BACHELORS  DEGREE 

807 

3.11471 

1.09786 

1 

5 

ADVANCED  DEGREE 

344 

3.03198 

1.12828 

1 

5 

E38  :  NEW  ENPL  ARE  USUALLY  HELL 

QUALIFIED 

EDUCATION 

N 

MEAN 

STO 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

254 

2.90551 

1.04774 

1 

5 

HS 

1475 

2.92203 

1.03600 

1 

5 

SONE  COLLEGE 

2254 

2.94543 

1.02527 

1 

5 

.0001 

ASSOCIATE  DEGREE 

664 

2.96988 

1.03731 

1 

5 

BACHELORS  DEGREE 

804 

3.18532 

0.95437 

1 

5 

ADVANCED  DEGREE 

345 

3.25217 

0.99280 

1 

5 

E73  :  NGNNT  INTRSO 

IN  OPPT  FOR  FEN/NINORITIES 

EDUCATION 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

255 

3.24314 

0.98996 

1 

5 

HS 

1474 

3.10923 

0.94930 

1 

5 

SONE  COLLEGE 

2252 

3.03242 

1.01797 

1 

5 

.01 

ASSOCIATE  DEGREE 

663 

3.00603 

1.00601 

1 

5 

BACHELORS  DEGREE 

799 

3.08761 

1.00117 

1 

5 

ADVANCED  DEGREE 

344 

3.06395 

1.04783 

1 

5 

5.  SUPERVISOR  CONPOSITES 

SC0NP2  :  JOB  SATISFACTION 

EDUCATION  N 

NEAN 

STO 

NIN 

NAX 

LEVEL 

LESS  THAN  HS  47 

4.00355 

0.821282 

1 

5 

HS  444 

3.94332 

0.726079 

1 

5 

SONE  COLLEGE  878 

3.86750 

0.836787 

1 

5 

.05 

ASSOCIATE  DEGREE  315 

3.92063 

0.829213 

1 

5 

BACHELORS  DEGREE  933 

3.80975 

0.810696 

1 

5 

ADVANCED  DEGREE  645 

3.80724 

0.924915 

1 

5 
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Table  18  (Continued) 


SC0NP3  :  FAIRNESS  RE:  PRONOTION 


EDUCATION 

N 

NEAN 

STD 

HIN 

MAX 

LEVEL 

LESS  THAN  HS 

47 

3.26950 

0.98941 

1 

5 

HS 

444 

3.21134 

1.00348 

1 

5 

SONE  COLLEGE 

878 

3.13876 

1.01022 

1 

5 

.0001 

ASSOCIATE  DEGREE 

315 

3.15450 

1.02349 

1 

5 

BACHELORS  DEGREE 

933 

3.29064 

0.93036 

1 

5 

ADVANCED  DEGREE 

644 

3.36724 

0.94341 

1 

5 

SC0NP4  :  EVALUATION  OF  SUPERVISOR 

EDUCATION  N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

*7 

3.96383 

0.776678 

1 

5 

HS 

448 

3.75041 

0.907166 

1 

5 

SOME  COLLEGE 

883 

3.67146 

0.907437 

1 

5 

n.s. 

ASSOCIATE  DEGREE 

315 

3.68556 

0.958164 

1 

5 

BACHELORS  DEGREE 

934 

3.69481 

0.860161 

1 

5 

ADVANCED  DEGREE 

646 

3.74543 

0.921945 

1 

5 

SC0MP19  :  POSITIVE  EVALUATION  OF 

CPO  RE:  GENERAL  FUNCTIONS 

EDUCATION 

N 

NEAN 

STD 

NIN 

NAX 

level 

LESS  THAN  HS 

47 

3.80585 

0.908822 

1.75000 

5.25000 

HS 

444 

3.68377 

0.788791 

1.37500 

5.37500 

SOME  COLLEGE 

879 

3.57246 

0.818459 

1.37500 

5.37500 

n.s. 

ASSOCIATE  DEGREE 

315 

3.58559 

Q.78791? 

1.62500 

5.37500 

BACHELORS  DEGREE 

933 

3.59085 

0.751047 

1.37500 

5.37500 

ADVANCED  DEGREE 

645 

3.58279 

0.758172 

1.50000 

5.37500 

SC0MP20  :  POSITIVE 

EVALUATION  OF 

CPO  RE  ADVISORY/COUNSELING  SERVICES 

EDUCATION 

N 

MEAN 

STD 

HIN 

MAX 

LEVEL 

LESS  THAN  HS 

47 

3.74681 

1.36825 

1 

6 

HS 

40 

3.74136 

1.35737 

1 

6 

SDME  COLLEGE 

158 

3.49220 

1.30362 

1 

6 

.0001 

ASSOCIATE  DEGREE 

315 

3.41175 

1.36939 

1 

6 

BACHELORS  DEGREE 

926 

3.42397 

1.28775 

1 

6 

ADVANCED  DEGREE 

643 

3.36742 

1.25792 

1 

6 

SC0MP22  :  SATISFIED  W/  QUALITY  OF 

PERSONNEL 

REFERRALS 

EDUCATION 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  HS 

47 

3.37234 

0.887523 

1.50000 

5 

HS 

442 

3.18778 

0.933642 

1.00000 

5 

SOME  COLLEGE 

871 

3.17796 

0.907451 

1.00000 

5 

n.s. 

ASSOCIATE  DEGREE 

314 

3.20382 

0.858998 

1.00000 

5 

BACHELORS  DEGREE 

927 

3.13862 

0.913622 

1.00000 

5 

ADVANCED  DEGREE 

640 

3.15000 

0.927834 

1.00000 

5 
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21  OB  KOBE  TBS 

1431 

i.mm 

I.EOItl 

1 

5 

S22  ;  ilOQ  nuiBEO/BBEB 

TO  ■  4 

SBBfBVlSOB 

SERVICE  LEROTM 

B 

BUR 

SIB 

RIB 

BM 

lEVEl 

LESS  rNBR  0  TBS 

220 

1.13013 

l.tOIIO 

1 

S 

O-tO  TBS 

320 

l.Mlil 

t.l23» 

1 

S 

11. IS  TBS 

520 

).22C|2 

I.MBlt 

1 

s 

.0001 

(0-20  TBS 

m 

3. 22301 

MMH 

} 

s 

21  OB  MM  TBS 

1431 

4.02225 

0.10012 

1 

5 

S24  ;  SET  SMCMOIBBriS 

nwtBiRO 

VNIB  MEMO 

SIBVtCf  LiBCttt 

B 

BIMI 

STB 

RIB 

RM 

LlVIl 

LESS  rvMI  0  TBS 

220 

2.00042 

1  t02S0 

1 

S 

O-IO  TBS 

120 

i.tooto 

1 

S 

tits  TBS 

S20 

t.%fm 

I  20540 

1 

S 

0001 

10.20  TBS 

104 

1.90002 

1.21212 

1 

S 

21  OR  MM  TBS 

1410 

MIMS 

t.lB5M 

1 

S 
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Tak1«  to 
MY  SVSTf  H 

NtMS,  StiMOtrO  ItYUtiMni  iMfM,  mO  IjimU  «f 

Statistical  S1o>1^1<MMca  far  Haaa  Olffsraacat 


l.  Ummm  6»l^w/Ti<Mntwr  CoiaillM 

coat:  CMitMTiai  qr  mmtmn 


MY 

SYsmi 

ss  OS  siNiua 

m  os  suttus 

WA 

Lcm 

uatovti 

2. mu 

2.asi«s 

i.ntsi 

(SMI) 

(lOM) 

(SSIt) 

s.siiii 

SUNRVISM 

s.isaio 

S.lSSt) 

.Mat 

(IIM) 

(  «« 

mm 

fOTM. 

i.mii 

l.fcts 

S.MM 

(SIS) 

(Ml) 

(MM) 

LfWL 

.m 

cm)-.  «M.o  Lf/MC  cMMfMf  JOt  fai  t«m  «Msmn 
OMIW  MV  SntfM 


o  OS  sistua 

m  os  status 

Wtl 

iMi 

fmovft 

salts 

s.Mas 

S.IISM 

(SM) 

(IM) 

(SM) 

USflVlMS 

t.tmt 

2-tllll 

i.nm 

.am 

(Utl) 

(  M) 

(SM) 

f0t4l 

i.aoass 

s.niM 

).asii) 

(DU) 

(iw) 

(MM) 

LlYft. 

asst 

t.i. 

cami  HOMO  uMi  cossist  x§  m  mnm  iMam»t 

SSOUS 

Mf  snua 

u  os  stmtts  DC  es  staivts 

tatti 

imt 

IMStOYtl 

1  «M22 

t  mam 

2«aas 

nuaifivtvw 

(Utl) 

2  aastS 

tmt) 

2  'am 

(SIS) 

1  aiai) 

as 

fOT% 

U/«l) 

i.tioao 

/atui 

tJtt)} 

t  mn 

(Mil) 

UJM) 

(StSt) 

90 


mi*  M  (CMtUMtf) 


COMM:  SHMmiSOt  SHTMITS  nAlilHC  KISS 


OMX# 

m  snm 

a  oi  SMiuw 

Mc  m  siNiuit 

TOTAL 

Lcm 

EMHOVCC 

2.MU6 

2.MM4 

2.0MM 

SJKAViSQR 

(3«39) 

3.21M7 

(2fl«) 

3.00291 

(5S2» 

3.19770 

.0001 

I2m) 

(  4U) 

(3190) 

total 

3.04191 

2.72492 

2.90093 

(OWl) 

(20M) 

(0724) 

LEVEL 

.0091 

COMAlt:  ClViLtAM 

IMMITAOT  TO  NANAfiUUT 

aiouA 

Wit  StSTEII 

(S  OR  SIMILAR 

00  01  SlNllAR 

TOTAL 

um 

EMTIOVEE 

3.12909 

1.10721 

3.14100 

(3412) 

(2142) 

(4144) 

UfCAVtVK 

3.19009 

3.31930 

3.2)423 

.0001 

(2037) 

(  412) 

(3200) 

total 

1.19093 

3. 20000 

3.17444 

(9349) 

(2474) 

(0O2)) 

level 

001 

•■t. 

I.  Cm*  IMM 

tu  V10;  t  m  vinvtfo  «/  ctma\  m  mmtm 


fiROUA 

AAt 

4t4ftM 

«S  OR  TIMtUW 

«  00  4tMUAR 

total 

LlVll 

imotii 

2.43211 

2.4)042 

2.43170 

SUAfAVlVM 

(lOOl) 

IMMi 

(2130) 

I  29020 

(1917) 

)  07990 

.9001 

(2019) 

{  431) 

(3110) 

rot  At 

2. 79407 

2.94002 

2.7JJ4) 

(9.120) 

(2407) 

(0M7) 

LEVEL 

9t 

.04 

tKi  %n  AI0W.I 

WMMf  mw  NORT 

Wi  0IH)9V<Li;SM9l* 

liAOUA 

»Af 

Wtl)* 

u  m  stiiuAM 

m  ItMUAA 

tOtlL 

Kvil 

imo'ffi 

)  707U 

)  29042 

)  441)0 

()40l) 

(2119) 

(4004) 

TUWlAVt'USR 

4  901)0 

).m)7 

•  otuo 

OWl 

(2014) 

(  t»i 

(3749) 

total 

I.i7«t0 

1  M04 

1  7107  > 

(9.100) 

(2441) 

(■41) 

i,tm 


MOt 


Tikte  M  (CDMttaMii) 


Cil.Sat:  TV  NMONIMT  StfMtTS  CEO 


SMV 

MY  SYSTCII 

CS  «  SIMIM 

MC  m  SINIUR 

Tom 

Lcm 

CMRIVCE 

3.34422 

3.233SS 

3.30231 

(34«) 

(2128) 

(5620) 

SUKRVISOI 

3.M744 

3.96877 

3.95040 

.0001 

(2816) 

(  430) 

(3246) 

rOTAl 

3.11301 

3.35731 

3.53950 

(iJflO) 

(2558) 

(8866) 

LCVCL 

M.t. 

.05 

E66,S4S:  1 

RtM  TO  ICIMIR  WTN  MNY  TIU  1  ICTItf 

MV  5YSTIN 

CS  OR  SIWLJIR 

MS  m  SINIUIO 

TOTAL 

Lcm 

cruoycc 

3.57404 

3.87643 

3.60180 

(3474) 

(2104) 

(5678) 

ivfdyisoR 

3.94113 

4.33412 

3.99256 

.0001 

(2803) 

(  422) 

(3225) 

for  At 

3.73041 

3.95288 

3.79995 

(6277) 

(2526) 

(8803) 

llYCL 

.0001 

n.t. 

Vlh  MOM  I  00  UMOOn  wv  eKMlTArtM  NISSIM 


SROUR 

RAY 

SrtllR 

63  «  ilMtUO 

MS  m  siRiuo 

lOlAi 

(RKQYfl 

4.31026 

4.26085 

4.29931 

(3428) 

(2010) 

(5506) 

URfRVtVIi 

4.37081 

4.46024 

4.S5063 

.0001 

(2770) 

(  415) 

(>t93) 

fOTAt 

4.43130 

4.30004 

4.39372 

(0206) 

(2493) 

(0699) 

llYU 

.0061 

n.t. 

1.  li^MyRR  CRiOMllM 

IC0RR2  ;  JOO  3ArtWACT(0R 

RAY  WfIR  * 

M|AR 

iw 

Rt4 

RM 

MS  OR  SimiAR 

2146 

).420J» 

9.1817)0 

1 

5 

r>$  OR  smuM 

)5U 

3  um 

9.926216 

1 

3 

.001 


fCOMl  :  M  -  MOWTIV 

m  •  «tM  SH)  no 

MU  OR  ; mu w  it«i  i  Jvm  o.mmoi  i 

ss  OR  Mmim  Mt;  i  mn  9  m\m  i 


RM 

$ 

S 


imi 

.001 


too 


Table  20  (OmtlRMii) 


EC0MP4  :  EVALUATION  OF  SWERVISOR 

PAY  SYSTEM  N  MEAN  STD  MIN  MAX  LEVEL 

UG  OR  SIMILAR  2143  3.28613  1.01002  1  5 

.0001 

6S  OR  SIMILAR  3S11  3.43252  1.00374  1  5 

EC0MP12  ;  AHAROS/RECOG  GIVEN  WHEN  DESERVED 

PAY  SYSTEM  N  MEAN  STD  MIN  MAX 

HG  OR  SIMILAR  2146  2.67781  1.03305  1  5 

GS  OR  SIMILAR  3513  2.86377  1.00848  1  5 

EC0MP15  :  CPO  IS  HELPFUL 

PAY  SYSTEM  N  MEAN  STD  MIN  MAX 

WG  OR  SIMILAR  2143  3.47542  0.808110  1  5 

GS  OR  SIMILAR  3507  3.42059  0.827010  1  5 

4.  EaployM  Itai 
E3  :  I  HAVE  GOOD  JOB  SECURITY 
PAY  SYSTEM  N  MEAN  STD  MIN  MAX  LEVEL 

HG  OR  SIMILAR  2122  3.34354  1.22225  1  5 

.0001 

GS  OR  SIMILAR  3485  3.74319  1.01583  1  5 

E5  :  I  AM  ABLE  TO  GET  THE  TRNG  I  NEED 

PAY  SYSTEM  N  MEAN  STD  MIN 

WG  (T  SU'ILAR  2110  3.15211  1.19391  1 

GS  OR  S..1ILAR  3487  3.21394  1.16563  1 

Ell  ;  NEW  EMPl  GET  ENGN  TRIIG  TO  00  JOB 
PAY  SYSTEM  N  MIAN  STD  MIN  MAX  LEVEL 

WG  OR  SIMILAR  2l37  3.08797  1.16106  1  5 

n.r . 

GS  OR  SIMILAR  3497  3.06550  1.12536  1  5 


MAX  LEVEL 


LEVEL 

.05 


LEVEL 

.0001 
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T«kl«  to  (CmrtlMii) 


C38  :  im  EMPl  ME  USiMUY  NELL  qUMIFIEO 


m  SYSTIII 

H 

NEM 

STD 

NIN 

mx 

level 

UG  OR  SINILM 

2131 

2.86110 

1.04699 

1 

5 

.0001 

6S  OR  SIMILAR 

3491 

3.08049 

0.99460 

1 

5 

E73  :  NGMRT  INTRSO  IN  OPRT  FOR  FEM/MINQRITIES 

PAY  SYSTEM 

H 

NEM 

STD 

NIN 

MAX 

LEVEL 

NG  OR  SIMILAR 

2131 

3.07274 

1.00509 

1 

5 

n.s. 

GS  OR  SIMILAR 

3488 

3.04874 

0.99666 

1 

5 

5.  Sifvanriur  CoMpesItat 

SC0HP2  :  JOR  SATISFACTION 

PAY  SYSTEM 

N 

MEM 

STD 

NIN 

NM 

LEVEL 

MS  OR  SIMILAR 

432 

3.89120 

0.745698 

1 

5 

n.s. 

GS  OR  SIMILAR 

2826 

3.84849 

0.849256 

1 

5 

SCQMP3  :  FAIRNESS  RE: 

PROMOTION 

PAY  SYSTEM 

N 

NEM 

STD 

NIN 

NM 

LEVEL 

MS  OR  SINILM 

432 

3.19792 

1.01013 

1 

5 

n.s. 

GS  OR  SINILM 

282S 

3.24785 

0.97234 

1 

5 

SC0MP4  :  EVALUATION  OF  SUPERVISOR 

PAT  SYSTEM 

R 

NEM 

STD 

NIN 

NU 

LEVEL 

MS  OR  SINILM 

432 

3.64329 

0.889964 

1 

5 

n.s. 

GS  OR  SINILM 

2837 

3.71735 

0.906203 

1 

5 

SC0MP19  :  POSITIVE  EVALUATION  OF  CPO  AC: 

GENERAL  FUNCTTONS 

PAY  SYSTEM 

N 

MEM 

STD 

NIN 

MAX 

LEVEL 

MS  OR  SINILM 

432 

3.58985 

0.832215 

1.37500 

5.25000 

n.s. 

GS  OR  SINILM 

2827 

3.59761 

0.773687 

1.37500 

5.37500 
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TikVi  n  (CKIK) 


$cm20  :  raSlTlVC  EMUMTIM  OF  CM  •£  itOVISOnr/COIMSaiMS  SOVISS 


MV  SVSTfN 

R 

MEM 

STD 

NIR 

•MX 

leva 

MS  OR  SlItILM 

419 

3.67936 

1.38278 

1 

6 

.001 

6S  Qi  SINIUR 

am 

3.44528 

1.30681 

1 

6 

SCOMFn  :  SATISriCO  M/  qMLlTY  OF  FCRSOMD.  KFCMUILS 

WV  SYSTW 

R 

•CRH 

STD 

MR 

•OUI 

LEva 

VS  m  siwuR 

430 

3.16977 

0.923163 

1 

s 

n.s. 

(S  OR  SINIUMI 

2807 

3.16601 

0.910487 

1 

5 

C.  SHpwItor 

It.. 

S2  :  CRQt  AUTN 

10  fulfill  supv  duties 

Wt  STSTCR 

R 

•CAR 

STD 

NIR 

MAX 

LEVEL 

MS  OR  SiNlUIR 

428 

3.76168 

1.14693 

1 

5 

.05 

(S  OR  SINILXR 

2774 

3.87996 

1.11039 

1 

S 

SIS  :  ROT  {RQt 

FEORLE 

TO  CET 

MORK  OORE  MERE' 

» 

FAT  SYSTtR 

R 

•CRH 

STD 

NIR 

MLX 

LEVEL 

MS  OR  SIMILAR 

431 

2.50812 

1.27746 

1 

5 

n.t. 

OS  OR  SIMILAR 

2820 

2.52340 

1.26422 

1 

S 

S?2  :  AOQ  TRAIRCO/FRCF  TO  M 

A  SURERViSOR 

FAY  SYSTtM 

R 

•CAR 

STD 

MIR 

NAX 

LEVEL 

MS  OR  SIMILAR 

429 

3.91375 

0.949433 

1 

5 

n.t. 

OS  OR  similar 

2m 

3.86101 

0.981431 

1 

5 

S24  :  OET  SUIOROIRATCS  TRAIRIRO  MMCR  RICDCD 

FAY  SYSTCM 

R 

•CAR 

STD 

MIR 

NAX 

LEva 

MS  OR  SIMILAR 

430 

2.80690 

1.13739 

1 

5 

.0001 

OS  OR  SIMILAR 

2787 

3.16505 

1.17066 

I 

5 
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T«b1t  n 

SIZE  OF  IKSTALUTIOi 

Nmuis,  Standirrf  Oavlatloiis,  tmgat,  md  LavaU  of 
Stotlstlcol  Slgnlflconct  for  Nou  Olfforoiicot 


1.  Coam  ri|pliii3)M/5nwrv««ar  OmpMttM 
COWl:  EVM.UAT10i  OF  MMMEOCMT 


CROUF 

t-999 

SIZE  OF 
1000-2099 

IMSTMIATlOi 

3000-4999 

6000  OR  MORE 

TOTAL 

lEVa 

CMFIOVCE 

EMPIOYECS 

2.9S6M 

EmOVEES 

2.99660 

ENFIOVEES 

2.07137 

EMKOVEES 

2.92060 

2.92099 

SOFCRVISOR 

(  *21) 
3.37401 

(1696) 

3.31062 

(2066) 

3.25692 

(1110) 

3.274S0 

(5193) 

3.20955 

.0001 

TOTM. 

(  243) 
3.IOOS7 

(  943) 
3.11323 

(  067) 
2.90265 

(  645) 
3.06573 

(2770) 

3.06465 

LEVEL 

(  664) 

(2539) 

.01 

(3013) 

(1756) 

(7971) 

R.t. 

C0NP7;  WOULD  LEAVE  CURRCRT  JOO  FOR 

iiSlOE  OOVERMERT 

CROUF 

1-999 

SIZE  OF 
1000-2999 

IRSTALUTIOO 

3000-4999 

5000  OR  MORE 

TOTAL 

LEVa 

ERFLOnE 

EMFIOVEES 

3.095% 

EMKOVEES 

3.00123 

EMFLOTEES 

3.19326 

EmOTEES 

3.14050 

3.13964 

SUFERVtSOR 

(  623) 
2.77459 

(1504) 

2.07919 

(2056) 

2.97225 

(1099) 

2.87706 

(5162) 

2.90100 

.0001 

total 

(  244) 
2.97001 

(  945) 
3.00573 

(  943) 
3.12376 

(  640) 
3.04284 

(2780) 

3.05614 

LEVEL 

(  667) 

(2529) 

.001 

(2999) 

(1247) 

(7942) 

n.t. 

C0MF6:  WOULD  LEAVE  CURREirT  JOO  FOR 

OUTSIDE  SOWaWCRT 

CR0I9 

1-999 

SIZE  OF 
1000-2999 

IISTM.IATIOR 

3000-4999 

5000  OR  MORE 

TOTAL 

LEVa 

ENFLOTEE 

EmOVEES 

2.67319 

EMFLOrnS 

2.07997 

EMFIOVEES 

2.93052 

EMFIOVEES 

2.09741 

2.90324 

SUFCRVISOR 

(  414) 
2.00625 

(1550) 

2.90409 

(2015) 

2.09061 

(1062) 

2.79134 

(5069) 

2.06719 

n.s. 

TOTAL 

(  240) 

2.84062 

(  920) 

2.0m 

(  937) 
2.92039 

(  647) 
2.85772 

(2752) 

2.09055 

LEVEL 

(  654) 

(2486) 

n.t. 

(2952) 

(1729) 

(7821) 

n.s. 
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Table  21  (Goatlaaai) 


COMM:  SUKRVISQR 

SUPPORTS  TRA1R1R6  UEEOS 

CMWb 

SITE  OF  IRSTALUTIOM 

I’OM 

lOeO-2989 

3000^989 

5000  OR  MORE 

TOTAL 

OVLOVEES 

EMPLOYEES 

EWLOYEES 

ElViOVCES 

EMPLOYEE 

2.90678 

2.86009 

2.73037 

2.87567 

2.81K1 

(  430} 

(1615) 

(2084) 

(1120) 

(5249) 

SOPCRVlSOi 

3.40722 

3.27820 

3.13254 

3.i6ro 

3.21491 

(  247) 

(  969) 

(  962) 

(  666) 

(2824) 

TOTAL 

3.00836 

3.02188 

2.85738 

2.98414 

2.95717 

(  677) 

(2574) 

(3046) 

(1776) 

(8073) 

LE\ffL 

.0001 

CQMPll:  CIVILIANS 

IMPORTANT  TO 

MAMAfiEMENT 

CROUP 

SITE  OF 

INSTALLATION 

1<999 

1000-2999 

3000-4999 

5000  OR  MORE 

TOTAL 

EMPLOYEES 

EMPLOYEES 

EWLOYEES 

EMPLOYEES 

EMPLOYEE 

3.21809 

3.18813 

3.12310 

3.15000 

3.15706 

(  434) 

(1686) 

(2127) 

(1131) 

(5377) 

SUPERVISOR 

3.41667 

3.22193 

3.20648 

3.26621 

3.24356 

(  250) 

(  965) 

(1009) 

(  663) 

(2887) 

TOTAL 

3.29118 

3.20044 

3.14993 

3.19352 

3.18728 

(  684) 

(2650) 

(3136) 

(1794) 

(8264) 

LEVEL 

.001 

I 

I 

1 

ITUS 

E1I.S30:  1  AM  SATiyiEO  V/  CHANCES  FOR  PROMOTION 

CROUP 

SIZE  OF 

IRSTALUTIOR 

1-999 

1000-2999 

3000-4999 

5000  OR  MORE 

TOTAL 

EMPLOYEES 

EMPLOYEES 

EWLOYEES 

EMPLOYEES 

EMPLOYEE 

2.64977 

2.56947 

2.45065 

2.54747 

2.52447 

(  434) 

(1677) 

(2116) 

(1127) 

(5354) 

SmRVISOR 

3.08032 

3.11820 

2.98008 

3.1(^ 

3.06285 

(  249) 

(  956) 

(1004) 

(  655) 

(2864) 

TOTAL 

2.80673 

2.76870 

2.62115 

2.75140 

2.71210 

{  683) 

(2633) 

(3120) 

(1782) 

(8218) 

LEVEL 

.001 

C32_S39:  PEOPLE  NNOSE  PERF  HURT 

OY  ORUCS/ALCOHOL* 

CROUP 

SIZE  OF 

INSTALLATION 

1-999 

1000-2999 

3000-4999 

5000  OR  MORE 

TOTAL 

EMPLOYEES 

EMPLOYEES 

EMPLOYEES 

EMPLOYEES 

EMPLOYEE 

3.60557 

3.63822 

3.37779 

3.50906 

3.50545 

(  431) 

(1664) 

(2107) 

(1116) 

4.06049 

(5318) 

SUPERVISOR 

4.24597 

4.01466 

3.87313 

3.99755 

{  248) 

(  955) 

(1001) 

(  657) 

(2861) 

3.67759 

TOTAL 

3.83947 

3.77549 

3.53732 

3.71686 

(  679) 

(2619) 

(3108) 

(1773) 

(8179) 

LEVEL 

.0001 

LEVEL 

.0001 

A.s. 

LEVEL 

.0001 

n.s. 

LEVa 

.0001 

n.s. 

LEVEL 

.0001 

.05 
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uki*  a  (CMttaMtfi 


c».s»:  Tw  mwMga  wmn  oo 


OROW 

1-WI 

as  V  iKnuNTiii 
liOI'>2in  SMMMi 

MBBOiiai 

mm 

Lcm 

OVLOVCE 

ENNLoym 

3.3I0K 

UVUWEES 

3.snii 

OPUBOS 

S.23i*7 

BPUVEES 

S.14IM 

3.2*414 

SUKNVISQN 

(  433) 
4.0IB36 

(1»*) 

3.*S4*S 

mit) 

i.mn 

S.*4aM 

(*341) 

3.*iBU 

.0001 

TOTAL 

{  24*) 
3.64B0* 

<  **4) 
3.SM1* 

(lt*3) 

3.4SI4B 

(  W) 
3.50141 

(INI) 

3.524*7 

LEVEL 

(  0*2) 

(2t2«) 

(ai3) 

.001 

(IW) 

(««2) 

ii.«. 

EM_S4S:  I  OIM  TO  KMMN  MITN  MMV  TILL  1  KTia 


CMMV  Slff  or  tRSTALUTKM 


I-*** 

1000-2*** 

3000-4*0* 

5000  OR  NONE 

TOTAL 

LEVEL 

EMNLOnCS 

ENKOVEES 

QPLOVECS 

CmOVEES 

EmOVEC 

3.57170 

3.70*40 

3.77256 

3.73274 

3.727*6 

(  432) 

(1666) 

(2004) 

(1115) 

(52*7) 

SBKNVISON 

3.95S2* 

3.*3**7 

4.0471* 

4.12000 

4.02007 

.0001 

(  245) 

( m) 

(  **0) 

(  650) 

(2*40) 

TOTAL 

3.710*1 

3.7*304 

3.B6ia 

3.07536 

3.829*1 

{  67*) 

(2614) 

(30*0) 

(17*5) 

(«37) 

LEVEL  .OOOt  n.S. 


SQ13:  NQM  I  00  SUrVORTS  Kt  OMMIZATIOi  MISSION 


amip 

SIS  or 

INSTALUTIOi 

1-999 

1000-2999 

3000-4*99 

5000  ON  NONE 

TOTM. 

Leva 

EMFLOrCES 

OVLOTEES 

Emonts 

ETPlOVaS 

EMNLOTEE 

4.26107 

4.300*4 

4.28123 

4.2*405 

4.28*67 

(  429) 

(1606) 

(2073) 

(111*) 

(5224) 

SurCRVISQR 

4.50000 

4.4*321 

4.57336 

4.56460 

4.53775 

.0001 

(  246) 

(  *57) 

(  *61) 

(  657) 

(2021) 

TOTAL 

4.34815 

4.3776* 

4.37376 

4.3*004 

4.37601 

(  675) 

(25*3) 

(3634) 

(1773) 

(*045) 

LEVEL  n.s.  .05 


3.  ENNlOffCE  CnvOSITES 


ECQMN2  :  JOB  SATISFACTION 


INSTALLATION  SIS 

N 

NEAR 

STD 

MIR 

MAX 

LEVEL 

SMALL 

435 

3.30739 

0.868651 

1 

5 

MEDIUM 

1687 

3.40705 

0.910547 

1 

5 

n.s. 

LANGE 

2129 

3.35427 

0.911515 

1 

5 

EXTRA  LMGE 

1131 

3.37608 

0.930799 

1 

5 
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1»1a  tt  (CMtiMf} 


ECWS  :  FAMKS  RE:  PtOMTIOR 


IKTALLATIOR  SHE 

1 

REAR 

STD 

MIR 

Htt 

LEVa 

SNN.L 

4» 

2.RltS9 

0.fS2238 

1 

s 

HEOim 

IIM 

2.«747 

0.«H6$; 

1 

s 

.0801 

UME 

fill 

2.73iRZ 

0.942221 

1 

s 

EXTRA  URSE 

1133 

2.81109 

0.9RI8RR 

1 

S 

COMM  :  EWLWTIOi  OF  SMOVISOR 


liSTALUTIOR  SHE 

1 

NEAR 

STD 

MR 

MAX 

LEVa 

SMALL 

4JS 

3.3M3S 

0.I988I 

1 

$ 

MEDIUM 

1M7 

3.44023 

1.00321 

1 

S 

.01 

LAME 

2120 

3.32347 

1.02144 

1 

S 

EXTRA  LAME 

1130 

S.3RR20 

1.01833 

1 

s 

CC0MR12  :  AMMOS/RCCOC  RIVER  WER  OCSERVCO 


IRSTALLATIQR  SITE 

R 

NEAR 

STD 

MIR 

MAX 

LEVEL 

SMALL 

438 

2.81341 

0.97007 

1 

8 

MEDIUM 

1688 

2.88809 

1.04034 

1 

$ 

.001 

LARRE 

2128 

2.71413 

1.01708 

1 

S 

EXTRA  LARRE 

1132 

2.82008 

1.04213 

1 

5 

CCONPtS  :  CFO  IS  ICLFFOL 


IRSTALLATIOR  SHE 

R 

REAR 

STD 

MIR 

MAX 

LEVEL 

SMALL 

438 

3.48098 

0.837407 

1 

8 

NCOIUM 

1083 

3.80822 

0.808898 

1 

8 

.0001 

LARRE 

2124 

3.38214 

0.829311 

1 

8 

EXTRA  LARRE 

1131 

3.49234 

0.787713 

1 

8 

4.  OVLOVEE  ITEMS 

E3  :  I  HAVE  ROOD  XI  SECURITY 


SITE  OF  IRSTALLATIOR 

R 

REAR 

STD 

MIR 

RAX 

LEVEL 

SMALL 

432 

3.60880 

1.08409 

1 

8 

MEDIUM 

1871 

3.83138 

1.11281 

1 

8 

.001 

LMRE 

2108 

3.80879 

1.18891 

1 

8 

EXTRA  LAME 

1120 

3.87411 

1.07208 

1 

8 

E5  :  I  Mt  ARLE  TO  RET  THE  TRHC  I  REED 


SITE  OF  IRSTALUTIOR 

R 

REAR 

STD 

NIR 

RAX 

LEVEL 

SIWLL 

429 

3.14918 

1.19427 

1 

8 

MEDIUM 

1670 

3.24871 

1.16881 

1 

8 

n.t. 

ma. 

2116 

3.16163 

1.19588 

1 

8 

EXTRA  LARRE 

1122 

3.19430 

1.17042 

1 

8 
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ii»i»  n  (cwti— i) 

E3l!lOQ9l«TfMil1MS1POOJai 


SIIE  »  IKT/HUTIM 

i 

ICM 

no 

Ml 

NM 

icm 

9MU. 

4S1 

ymni 

l.OIIM 

1 

s 

MDIW 

im 

ymii 

i.inii 

1 

$ 

R.t. 

UMI 

2111 

ynm 

I.IMM 

1 

s 

EITRA  UMI 

Ills 

s.ftnii 

I.IBM 

1 

s 

CM  :  KM  EMft  M£  MSMKIV  KU  QMM.iria 

sue  or  1M$TM.UTI«  « 

KM 

SIO 

Nil 

mx 

UVCl 

SMLL 

4» 

2.MMS 

O.M4S7 

1 

s 

.0001 

KOtW 

1174 

3.ft704« 

O.MW 

1 

s 

UMfiE 

21  IS 

2.t21Sl 

t.OMM 

1 

5 

eXTIA  UMI 

nil 

2.M747 

1.01SS2 

1 

s 

E73  :  MMT  IITiSO  11  OMT  FOI  FCN/MMIIITICS 

Sm  OF  IISTMJLATIOI 

N 

MEM 

STD 

Ml 

MU 

LEKl 

431 

3.18087 

0.M002 

1 

5 

KOiin 

1174 

3.10150 

0.88212 

1 

5 

.01 

UMK 

2100 

3.84701 

1.08408 

1 

5 

CXniA  LMK 

1125 

2.91407 

1.82800 

1 

5 

s.  wansm  cnvosim 

SC0M2  ;  JQI  SATISFACTION 

instalutkm  size 

N 

KM 

STO 

NIN 

MU 

Lcm 

StlM.L 

240 

3.80479 

0.758212 

1.50000 

5 

koiun 

OSO 

3.87590 

0.777047 

1.00000 

5 

n.«. 

L/ME 

1007 

3.81430 

0.852397 

1.00000 

5 

eXTNA  UME 

OM 

3.82599 

0.801431 

1.00000 

5 

SC0M3  :  FAINKSS 

K:  FRONOTION 

INSTALUTIQI  SIZE 

N 

NEM 

STO 

NIN 

MU 

LEVEL 

SNM.L 

249 

3.53548 

o.mn 

1 

5 

KOIUN 

958 

3.31402 

0.95215 

1 

5 

.0001 

LMK 

1000 

3.10908 

1.02052 

1 

5 

CxmA  LARSE 

058 

3.19377 

0.90900 

1 

5 

:  EVALUATION 

OF  sumvisoR 

INSTALUTION  SIZE 

N 

NEM 

STO 

Nil 

MU 

LEVEL 

SMALL 

250 

3.72200 

0.827997 

1 

5 

KOIUN 

905 

3.71820 

0.887083 

1 

S 

n.t. 

LMK 

1009 

3.70701 

0.923898 

1 

5 

EXTRA  LAME 

003 

3.07954 

0.911009 

1 

5 
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mu  »  (OMrttaa 

1) 

SOIMP19  :  raSlTIVE 

C¥MJMTIOi 

or  COO  OC: 

fiPOM.  FOOCTIOOS 

IISTM.UTIOi  SIZE 

i 

ICM 

SID 

Ml 

HU 

SWLL 

249 

3.74093 

0.940319 

1.92900 

9.29000 

mom 

999 

3.10214 

0.79900 

1.37900 

9.37900 

.0001 

ima 

1007 

ysMt 

0.017090 

1.37900 

9.37900 

cxnu  ima 

990 

3.99232 

0.703077 

1.37900 

9.37900 

SC0M20  :  rosnm 

COMlOOTIM 

or  CFO  oc 

MWISOOY/COMSCllK  SCMICES 

lUTALUTIOl  SIK 

1 

ICM 

STD 

Ml 

MU 

LEVa 

SMLL 

240 

3.90m 

1.2002 

1 

9 

MOIUM 

949 

3.92790 

1.32249 

1 

9 

ll.i. 

UME 

1000 

3.49040 

1.M10 

1 

9 

CXTRA  LMCI 

01 

3.47273 

1.34299 

1 

9 

SCOMFZZ  :  SATiyiCO 

H/  qUM.lTY 

or  rcRSOMCi  tfrEMAis 

USTALLAIIM  SIS 

R 

ICM 

STD 

Ml 

MU 

LEVEL 

SNM.L 

249 

3.2040 

0.070330 

1 

4.90000 

NCOIUN 

992 

3.29700 

0.003039 

1 

S.OOOOO 

.05 

LMCC 

1002 

3.13072 

0.<29037 

1 

S.OOOOO 

EXTRA  LARff 

992 

3.17029 

0.009090 

1 

9.00000 

9.  mamom  ithb 

52  :  EMM  AOTN  TO  FULFILL  SUFV 

IRSTALUTIOM  SIS  ■ 

OOTICS 

•CM 

STD 

MR 

MU 

LEm 

SMALL 

243 

3.97531 

1.04012 

1 

5 

NEOfUH 

943 

3.07093 

1.07194 

1 

5 

n.t. 

LMtf 

995 

3.00704 

1.17395 

1 

5 

EXTRA  IMCE 

940 

3.0IM 

1.10030 

I 

5 

S15  :  ROT  EMM  AEOFLE 

TO  CCT 

NORX  OQM  HEM* 

IRSTALLATIOR  SIS 

H 

ICM 

STO 

MR 

MU 

LEVEL 

SNM.L 

247 

2.09231 

1.21749 

1 

5 

MEOIIM 

957 

2.59935 

1.20802 

1 

5 

.05 

ma 

1009 

2.44732 

1.27919 

1 

5 

EXTRA  LMCC 

959 

2.40790 

1.29001 

1 

5 

S22  :  AOQ  TRAINEO/FREF  TO  IC 

A  SUFERVISOR 

irstallatiqh  sis 

R 

ICM 

STO 

NIR 

MU 

LEVEL 

SMLL 

247 

3.07054 

0.05925 

1 

5 

nCDlUN 

949 

3.05000 

0.95004 

1 

5 

n.t. 

LMCC 

1005 

3.07061 

1.00457 

1 

5 

CXTRA  LMCE 

01 

3.06022 

0.90939 

1 

5 
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l*l*  a  (CMrttaMi) 


tt4  I  OT  SMMMIMTCS  TMIIIK  MKi  KCDGD 


laanxMim  sia 

R 

MEM 

SIB 

Nil 

MX 

SMU 

t4§ 

S.3ISI0 

1.102» 

1 

S 

NEDIIW 

m 

3.21401 

1.14M0 

1 

9 

Littfil 

1001 

2.04900 

1.19331 

1 

9 

EXTRA  LARCI 

044 

3.iai0 

l.lOliO 

1 

9 

LEVEL 

.aon 


110 


Tafelt  22 

SUMlYlSai  STATUS 

Nmm,  Staaitnl  IcvUtfaiMi,  mmI  Uvtis  of 

Stotlsttcol  SlfolftcAOCO  for  IIm«  SIfforooeot 


I.  cw  BOiom/Mwawai  cooosuts 
COOl!  CMLHATlOi  QT  WOMOaT 


mm 

SOdNflSfll  STATVS 

MllTAiY 

CimiAl 

TOTAL 

LEVEL 

CiOlOVCC 

S.OfMl 

t.flOM 

2.04203 

< 

).37aN 

(4/01) 

(son) 

surcmisoi 

3.24317 

3.20217 

.0001 

TOTAL 

(  OM) 

3.23114 

(2101) 

3.oiw 

(31S0) 

3.00747 

(lOM) 

(Htt) 

(0130) 

LEVCL 

.0001 

R.t. 

ccmit  VOHLO  LEAVE  OOMEVT  JDO  r«  IR4UE  ODVOIMIT 

aouo 

SMOERVISOR  STATUS 

NILITAOV 

CIVIL  lAR 

TOTAL 

LEVa 

EmOVEE 

3.00240 

3.10300 

3.14000 

(  072) 

(4074) 

(4047) 

smovtsoR 

2.00837 

2.02000 

2.01032 

.0001 

(  003) 

(2102) 

(3140) 

TOTAL 

2.00400 

3.00070 

3.00010 

(1030) 

(0007) 

(0002) 

LEVEL 

.00 

COMAO:  MMIO  LEAVE  CttWOT 

JOO  rOR  OVTSIOE  COVEMCIT 

fiROUO 

SIPERVtSOR  STATVS 

NUITART 

CIVILIAR 

TOTAL 

LEVEL 

EmOTEE 

2.04030 

2.nS23 

2.02220 

SUOEOVlSflO 

,!,Si 

(4St3) 

2.04933 

(4040) 

2.07821 

m.t. 

TOTAL 

(  043) 
2.04003 

(2107) 

2.00407 

(3120) 

2.00030 

(1010) 

(0750) 

(8000) 

LCVCl  M  n.«. 


Ill 


Ml*  tS  (0*itta**i) 


OOMTO:  SHOaViSQR 

SIMOiTS  TIAlllMS  KEOS 

SMMO 

ovtovn 

MLIIIOV 

2.K4S5 

SOKMISOi  STATM 
CIVlllM 

2.aOIM 

TOTAL 

2.tlO«7 

swovisoi 

J.lttSl 

(«W3) 

3.?liO« 

(V40) 

3.I00» 

TOTM. 

(  fU) 
Z.99m 

(t2») 

t.tsaoo 

2.00tM 

Lcm 

(IWO) 

R.t. 

(M70) 

(OOM) 

COMPll:  CIWIUAMS 

IMMiTMT 

TO  NNMfiDCIT 

CMUO 

SUrCMlSOR  STATUS 

MllTMT 

CIVILUM 

TOTAL 

cwtovcc 

3.0«2S7 

3.18141 

3.15745 

(lOH) 

(4810) 

(5874) 

SIIOHVISOR 

3.10M1 

3.2«8» 

3.21885 

(  000) 

(2275) 

(3274) 

TOTAL 

3.0743S 

3.20011 

3.17048 

(2013) 

(71») 

(0148) 

LEVEL 

.0001 

I.  ooMDi  avumE/vuvisai  miB 


E11.S30: 

1  AH  SATISFIED  0/ 

CNAMXS  rOI  FWMOTIQi 

maim 

SumvISOR  STATUS 

NIIITA8T 

CIVIL lAi 

TOTAL 

EWIOTEE 

2.43400 

2.57214 

2.54834 

(1000) 

(4845) 

(S854) 

SUKKVISOR  2.02540 

3.15201 

3.08205 

total 

(  002) 
2.87708 

(2283) 

2.75875 

2.73138 

(2001) 

(7108) 

(0100) 

LEVEL 

.0001 

£32.S»:  FEOriE 

NMOSE  PERF 

91  onics/ALCOMa* 

GROUO 

SUPERVISOR  STATOS 

MU)  TART 

CIVIL lAR 

TOTAL 

EmOTEE 

3.00888 

3.40875 

3.52801 

(1002) 

(4818) 

(5820) 

SUPERVISOR 

4.11072 

3.04772 

4.00031 

TOTAL 

3.00324 

(225n 

3.04108 

3.007» 

(1008) 

(7075) 

(0071) 

LEVEL 

.0001 

LEWI 

.9m 

R.t. 

icm 

.001 

R.t. 

incL 

.0001 

n.(. 

Lim 

.0001 

n.(. 
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Tiila  a  (CMltaHi) 


f$6,S3e:  TV  NMOMUT  SVMiTS  CEO 


6MV 

SNOCmiUi  STATUS 

nilitmy 

CIVIL  lAO 

TOTAL 

LEVEL 

OVLOVEC 

3.4M74 

i.wn 

3.30T11 

(1010) 

(AOH) 

laus) 

suKmisoi 

S.OOMI 

3.03A0C 

.0001 

TOTAL 

(  wt) 

3.T«aO 

(aso) 

3.0Mli 

3.S3iM 

(2000) 

(TOM) 

(OMS) 

UVCL 

.0001 

CM^SAS:  1  KAO  TO  MMll  WITH  MOTT  TILL  1  OHIOE 

OMiyo 

SMOEMISOR  HATOS 

OILITAOY 

CIVILIAO 

TOTAL 

LEVEL 

EMOLOVCE 

3.S00i2 

3.71300 

3.00006 

(1001) 

(47«) 

(5703) 

SUOOVISOI 

3.0A20T 

4.01151 

3.00040 

.0001 

(  «M) 

(WAS) 

(lao) 

TOTAL 

3.75070 

3.00073 

3.70704 

(1006) 

(7037) 

(ooa) 

LEVEL 

.0001 

».(. 

SQ13:  MOM 

I  00  SVKMTS  m  OROMITATIOi  NlSSlOi 

CROV 

SMKMISm  STATVS 

RILITAOY 

CIVILIAO 

TOTAL 

LEVEL 

ENK.0VCC 

4.41370 

4.37511 

4.109M 

SVCRVISOR 

(  OOO) 

4.65740 

4.51(n 

(571« 

4.UW 

.0001 

(  Ml) 

(WIO) 

(3101) 

total 

4.53533 

4.35037 

4.39110 

(1967) 

(6047) 

(0914) 

level 

.0001 

B.t. 

3.  dVlOni  COMSITES 

ICam  :  JOO  SATISEACTtOR 

SIMAVISai  STATVS  1 

WAS 

STD 

Nil 

NM 

CIVILIAM 

4010 

3.37303 

0.896779 

1 

5 

RILITMT 

1014 

3.301tt 

0.973019 

1 

5 

CC(W93  :  rAtAACSS  AC: 

SUOEAViyM  STATUS 

KMMOTIOH 

A 

REAR 

STD 

Nil 

NM 

CIVIIIAA 

4865 

3.83091 

0.956486 

1 

5 

WLITAAt 

1013 

3.86114 

0.955083 

1 

5 

LEWI 

n.t. 


LEWI 

n.i. 
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T4*i«  n  (CHttaHi) 


ixva 


[COMM  :  CWIittATlOM  OT  SUKMlSOi 


StMVWISOi  STATMS 

R 

NCAA 

STS 

MIA 

m 

ixva 

CIVILIM 

<013 

3.30473 

1.00093 

1 

9 

.001 

NIIITMY 

ion 

3.47«<« 

l.OtOlO 

1 

9 

EC0MM12  :  AMMOS/KOOti  61WI  MHfl  OfSEINID 

SUPCMISOi  STATttS 

A 

MMI 

STS 

MA 

RAA 

LEva 

CIVILIAM 

<010 

2.79303 

1.09010 

1 

9 

.0001 

NRITMV 

1014 

3.02990 

1.01420 

1 

9 

fCONPlS  :  CM  IS  NEL^M. 

VIMAVISOR  SIATtlS 

A 

num 

sio 

RIA 

AM 

LEVEL 

CIVIL lAM 

<090 

3.49009 

0.011391 

1 

9 

.09 

NUtrMV 

1012 

3.39213 

0.100109 

1 

9 

«.  oviffa  inia 

|]  ;  1  NAVC  COOD  JOi  stoiim 

SMIlVtSOR  STATUS 

1 

mjm 

SIS 

RIA 

NAI 

LEVEL 

CIVILIAN 

«tsi 

3.90007 

1.12303 

1 

9 

.0001 

NILITMIV 

loot 

3.73300 

1.00013 

1 

9 

KS  :  1  «fl  m.t  ro  (IT  TM 

TAAO  1  R(fO 

SUMAVISOI  STATia 

A 

MEAN 

STS 

AIR 

NAI 

LEVEL 

CIVILIAR 

<032 

3.10191 

1.17599 

1 

9 

.09 

finiTMy 

lOOi 

5.27932 

I.)a972 

1 

9 

ni  ;  WN  INK  (IT  (N(M  TAMA  TO  00  JOI 

SOKAVtSOR  STATOS 

A 

MEAN 

STS 

AIR 

NU 

lElCl 

CIVILIAN 

<0M 

3.00071 

1.13997 

1 

9 

M.t. 

NILITARt 

tooe 

3.15972 

1.13909 

1 

5 

I 
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£38  :  MEN  ENK  ARE  USUALLY  HELL  QUALIFIED 


SUPERVISOR  STATUS 

N 

MEAN 

STO 

NIN 

WUI 

CIVILIAN 

4835 

2.98070 

1.02800 

1 

5 

NILITMV 

1004 

3.14542 

0.99589 

1 

5 

£73  :  NMT  IRTRSO  l»  OPPT  FOR  FER/HIMRITIES 

SUPERVISOR  STATUS 

R 

NEAR 

STO 

NIN 

NAX 

CIVILIAN 

4823 

3.06987 

1.00234 

1 

5 

NILITMY 

1008 

3.05853 

0.98325 

1 

5 

5.  SUPERVISOR  aanSlTES 

SC0MP2  ;  JOS  SATISFACTION 

SUPERVISORY  STATUS 

level 

H 

MEAN 

STO 

NIN 

NAX 

CIVILIAN 

2267 

3.81142 

0.827642 

1 

5 

NIL  1  TART 

998 

3.95448 

0.844956 

1 

5 

SCONPJ  ;  FAIRNESS  RE:  PRONOTION 

SUPERVISORY  STATUS 
LEVEL 

H 

MEAN 

STO 

NIN 

NAX 

CIVILIAN 

2288 

3.21212 

0.975072 

1 

5 

MILITARY 

998 

3.30589 

0.984001 

1 

5 

SC0NP4  :  EVALUA.ION  OF  SUPERVISOR 

SUPERVISORT  STATUS 
LEVti. 

a 

MEAN 

STO 

Nia 

NAX 

civilian 

2275 

3.70318 

0.890990 

1 

5 

NlLITiViT 

999 

3.72883 

0.922053 

1 

5 

SC0NPI9  !  POSITIVE 

EVALUATION  OF  CPO  RE; 

cereral  functions 

SUPERVISORT  STATUS 

level 

a 

MEAN 

STO 

MIN 

NAX 

CIVILIAN 

2287 

3.80818 

0.768156 

1.37500 

5.37500 

MILITARY 

997 

3.57721 

0.814122 

1.37500 

5.37500 

LEVEL 

.0001 


LEVEL 


n.s. 


.0001 


.05 


n.s. 


n.s. 


Tabto  12  (CMrttRMri) 


SCOMPIO  :  POSITIVE  EVALUATION  OF  CPO  RE  MWISORV/COUNSaiNS  SRVICES 


SUPERVISORY  STATUS 
LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

CIVILIAN 

224S 

3.47509 

1.30075 

1 

6 

MILITARY 

99S 

3.48015 

1.33035 

1 

6 

SCOMP22  :  SATISFIED  W/  QUALITY  OF  PERSONNEL  REFERRALS 


SUPERVISORY  STATUS 
LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

CIVILIAN 

2249 

3.17252 

0.903990 

1 

5 

NILITMY 

993 

3.15257 

0.929813 

1 

5 

6.  SUPERVISOi  ITEK 

S2  :  ENCH  AUTH  TO  FULFILL  SUPV  DUTIES 


SUPERVISOR  STATUS 
LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

CIVILIAN 

2224 

3.82284 

1.10701 

1 

5 

MILITARY 

904 

3.97561 

1.11378 

1 

5 

SIS  :  NOT  ENCH  PEOPLE  TO  GET 

1 

1 

• 

SUPERVISOR  STATUS 
LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

CIVILIAN 

2262 

2.55217 

1.26031 

1 

5 

military 

994 

2.46378 

1.27142 

1 

5 

S22  :  MX)  TRAINED/PREP  TO  BE 

A  SUPERVISOR 

SUPERVISOR  STATUS 
LEVEL 

N 

ICAR 

STD 

MIN 

MAX 

CIVILIAN 

2248 

3.83897 

0.973550 

1 

5 

MILITARY 

992 

3.94153 

0.972170 

1 

5 

S24  :  GET  SWOROINATES  TRAINING  NNEN  NEEDED 

SUPERVISOR  STATUS 
LEVEL 

N 

NEAR 

STD 

MIN 

mx 

CIVILIAN 

2234 

3.07833 

1.16742 

1 

5 

MILITARY 

988 

3.21559 

1.17604 

1 

5 
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Tabu  23 

SUPERVISORY  LEVEL 


Naans,  Standard  Davlatlons,  Rangas,  and  Lavals  of 
Statistical  Significanca  for  Naan  Diffarancas 


1.  ooMOi  smamsn  oipositcs 

SCONPl  :  EVALUATION  OF  NANASEICNT 


SUKRVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

WU 

LEVa 

1ST  LINE 

1911 

3.20296 

0.878648 

1 

5 

.0001 

2NO  LINE  1  ABOVE 

lias 

3.45778 

0.850172 

1 

5 

SC0MP7  :  MOULD  LEAVE  CURSENT  JOB 

FOR  INSIDE 

GOVERNMENT 

SUPERVISORY  LEVEL 

R 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LINE 

1914 

2.99512 

1.05476 

1 

5 

.0001 

2NO  LINE  A  ABOVE 

1183 

2.77712 

1.08503 

1 

5 

SC0MP8  :  MOULD  LEAVE  CURRENT  JOB 

FOR  OUTSIDE  GOVERNMENT 

SUPERVISORY  LEVEL 

R 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  line 

1892 

2.87262 

1.15217 

1 

5 

n.s. 

2NO  LINE  1  ABOVE 

1172 

2.88396 

1.17537 

1 

5 

SC0NP9  :  SUPERVISOR  SUPPORTS  TRAINING  NEEDS 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LINE 

1947 

3.14946 

0.945091 

1 

5 

.0001 

2NO  LINE  A  ABOVE 

1197 

3.29247 

0.940889 

1 

5 

SCOMPll  :  CIVILIANS  IMPORTANT  TO  MANAGEMENT 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LIIK 

1994 

3.17160 

0.901IS6 

1 

5 

.0001 

2HD  LINE  A  ABOVE 

1221 

3.30003 

0.950185 

1 

5 

T*l«  tS  (CDHttMN) 


2.  COMHON  SUPCRVISOR  ITEMS 

S30  :  I  M  SATISFIED  NITH  OMIiCES  FOR  PRflNOTIOtt 


SUKRVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

NAX 

LEVEL 

1ST  LINE 

1969 

2.96592 

1.27063 

1 

5 

.0001 

2ND  LINE  1  ABOVE 

1220 

3.23689 

1.26496 

1 

5 

S38  :  TOR  MANAfiENENT  SUPPORTS  EEO 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

NAX 

LEVEL 

1ST  LINE 

1966 

3.88117 

0.906722 

1 

5 

.0001 

2ND  LINE  li  ABOVE 

1220 

4.08361 

0.851323 

1 

5 

S39  :  PEOPLE  NHOSE  PERF  HURT  BY  ORUOS/ALCOHOL* 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1988 

4.10060 

1.04018 

1 

5 

.0001 

2NO  LINE  S  ABOVE 

1221 

3.84193 

1.16030 

1 

5 

S45  :  I  PLAN  TO  REtMlN  WITH  ARMY 

FILL  RETIRE 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1971 

3.94571 

0.998779 

1 

5 

.001 

2NO  LIK  &  ABOVE 

1215 

4.07737 

0.929441 

1 

5 

SQ13  :  WORK  I  DO  SUPPORTS  NY  ORGANIZATIONS  NISSION 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1947 

4.52696 

0.613875 

1 

5 

.0001 

2NO  LINE  A  ABOVE 

1192 

4.61326 

0.582930 

I 

5 

3.  SUPERVISOR  COMPOSITES 

SC0MP2  :  JOB  SATISFAaiON 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1994 

3.77516 

0.853021 

1 

5 

.0001 

2NO  LINE  «  ABOVE 

1221 

4.00355 

0.770699 

1 

5 
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SC0MP3  :  FAIRNESS  RE:  1 

PROMOTION 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LINE 

1994 

3.13273 

0.972752 

1 

5 

.0001 

2NO  LINE  A  ABOVE 

1221 

3.44240 

0.948805 

1 

5 

SCONP4  :  EVALUATION  OF  SUPERVISOR 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LIK 

1994 

3.66653 

0.905438 

1 

5 

.001 

2ND  LlIC  &  ABOVE 

1221 

3.79058 

0.893451 

I 

5 

SC0NPI9  :  POSITIVE  EVALUATION  OF 

CPO  RE:  GENERAL  FUNCTIONS 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

1ST  LINE 

1994 

3.56306 

0.781079 

1.37500 

5.37500 

.001 

2NO  LINE  A  ABOVE 

1221 

3.67063 

0.779865 

1.37500 

5.37500 

SaMP20  ;  POSITIVE  EVALUATION  OF 

CPO  RE  AOVISORY/COUNSELING  SERVICES 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

1ST  LINE 

1986 

3.33828 

1.33446 

1 

6 

.0001 

2NO  LINE  A  ABOVE 

1220 

3.73221 

1.22037 

1 

6 

SC0(ff>22  :  SATISFIED  N/ 

QUALITY  OF  PERSONNEL 

REFERRALS 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

1ST  LINE 

1990 

3.17312 

0.912351 

1 

5 

n.s. 

2NO  LINE  A  ABOVE 

1221 

3.16626 

0.916493 

I 

5 

4.  SUPERVISOR  ITEMS 

S2  :  ENGH  AUTH  TO  FULFILL  SUPV  DUTIES 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

1ST  LINE 

1978 

3.80637 

1.12201 

1 

5 

.0001 

2ND  LINE  A  ABOVE 

1212 

3.98845 

1.07898 

1 

5 
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Ti*te  23  (ContlMMl) 

SIS  :  NOT  ENGH  PEOPLE  TO  GET  MONK  DONE  HERE* 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

1ST  LINE 

1991 

2.56906 

1.26853 

1 

5 

.05 

2N0  LINE  R  ABOVE 

1220 

2.45164 

1.25310 

1 

5 

S22  :  AOQ  TRAINEO/PREP  TO  BE  A  SUPERVISOR 

SUPERVISORY  LEVEL 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1988 

3.76308 

1.00962 

1 

5 

.0001 

2N0  LINE  R  ABOVE 

1220 

4.07459 

0.85360 

1 

5 

S24  :  GET  SUBORDINATES  TRAINING  WHEN  NEEDED 

SUPERVISORY  LEVEL 

N 

HEAR 

STD 

NIN 

NAX 

LEVEL 

1ST  LINE 

1988 

3.06690 

1.18073 

1 

5 

.001 

2ND  LINE  R  ABOVE 

1220 

3.20984 

1.15646 

1 

5 

120 


T«b1t  24 

TOOK  SUKRVXSMY  COURSE 

NMns,  Standard  Oavlatlons,  Ransat,  and  Lawalt  of 
Statistical  Slfpilficanca  for  Naan  Difforoncos 


1.  COMM  ssramsoa  cnvosiTES 


SCONPl  :  EVALUATION  OF  NANAfiENENT 


TOOK  SUPERVISORY 

COURSE 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

UMWRKEO 

S26 

3.28660 

0.857981 

1 

5 

NARKED 

2655 

3.29040 

0.881169 

1 

5 

n.s. 

scm  :  MOULD  LEAVE  CURRENT  XB  FOR 

INSIDE  60VERNNENT 

TOOK  SUPERVISORY 

COURSE 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

UNMARKED 

520 

2.90962 

1.05437 

1 

5 

NWKED 

2660 

2.92080 

1.07669 

1 

5 

n.s. 

SC0NP8  :  MOULD  LEAVE  CURRENT  JOB  FOR  OUTSIDE  GOVERNMENT 

TOOK  SUPERVISORY  N  MEAN  STD 

NIN 

MAX  LEVEL 

COURSE 

UNMARKED 

515  2.96214 

1.15569 

1 

5 

NARKED 

2629  2.86307 

1.15934 

1 

n.s. 

5 

SC0NP9  :  SUPERVISOR  SUPPORTS  TRAINING  NEEDS 

TOOK  SUPERVISORY 

COURSE 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

UNMARKED 

530 

3.09796 

0.944969 

1 

5 

.01 

NARKED 

2700 

3.21707 

0.944123 

1 

5 

SCONPl 1  :  CIVILIANS 

IMPORTANT  TO  MANAGEMENT 

TOOK  SUPERVISORY 
COURSE 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

UNMARKED 

542 

3.13807 

0.953398 

1 

5 

.05 

NARKED 

2760 

3.23170 

0.915474 

1 

5 
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fikl*  n  (OMttaai) 


2.  OBNM  SHWm  11EIB 

S30  t  1  Ml  SATISFIED  NITN  OMNCES  FOR  PMUTIOK 


TOOK  SUFERVISQRY 
COURSE 

N 

MEAN 

STD 

NIN 

NAX 

URNMIKEO 

S31 

3.04520 

1.26111 

1 

5 

MWKEO 

2747 

3.00555 

1.27605 

1 

5 

S38  :  TOP  NAHAfiENEHT 

SUPPORTS  EEO 

TOOK  SUPERVISORY 
COURSE 

N 

MEAN 

STO 

NIN 

MAX 

UMWRXEO 

S29 

3.93573 

0.093807 

1 

5 

NMXEO 

2745 

3.95264 

0.891293 

1 

5 

S39  :  PEOPLE  MNOSE  PERF  HURT  BY  ORUOS/ALCOHOL* 

TOOK  SUPERVISORY 
COURSE 

N 

NEAR 

STD 

NIN 

NAX 

UNNARKEO 

525 

3.91810 

1.10471 

1 

5 

HARKED 

2749 

4.01273 

1.08994 

1 

5 

S45  :  I  PLAN  TO  RENAIN  MITH  ARMY  TILL  RETIRE 

TOOK  SUPERVISORY 
COURSE 

N 

MEAN 

STO 

NIN 

NAX 

UNNARKEO 

525 

3.94857 

0.986175 

1 

5 

NARKED 

2727 

4.00110 

0.971153 

1 

5 

SQ13  :  WORK  I  DO  SUPPORTS  NY  ORGANIZATIONS  NISSION 

TOOK  SUPERVISORY 
COURSE 

N 

MEAN 

STO 

NIN 

NAX 

UNNMIKEO 

528 

4.57197 

0.563375 

2 

5 

NARKED 

2697 

4.55209 

0.609924 

2 

5 

LEVEL 

n.s. 


LEVEL 

n.s. 


LEVEL 

n.s. 


LEVEL 

n.s. 


LEVEL 

n.s. 
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3.  araVISOR  COMSITES 


SC0NP2  :  JM  SATISFACTION 

TOOK  SUPERVISORY 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

COURSE 

UMWRXEO 

S32 

3.87249 

0.823883 

1 

5 

NARKED 

27S4 

3.85318 

0.836451 

1 

5 

n.s. 

SC0HP3  :  FAIRNESS  RE:  PROMOTION 

TOOK  SUPERVISORY  N 

MEAN 

STD 

MIN 

mx 

LEVEL 

COURSE 

UNMARKED 

532 

3.16823 

0.963196 

1 

5 

MWXED 

2753 

3.25336 

0.977455 

1 

5 

n.s. 

SC0NP4  :  EVALUATION  OF  SUPERVISOR 

TOOK  SUPERVISORY  N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

COURSE 

IMNARXED 

542 

3.65630 

0.937629 

1 

5 

NARKED 

2760 

3.71623 

0.896946 

1 

5 

n.s. 

SC0NP19  :  POSITIVE  EVALUATION  OF 

CPO  RE:  GENERAL 

FUNCTIONS 

TOOK  SUPERVISORY 

COURSE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

UNMARKED 

532 

3.47138 

0.743557 

1.37500 

5.37500 

.0001 

NARKED 

2755 

3.62266 

0.788037 

1.37500 

5.37500 

SC0HP20  :  POSITIVE  EVALUATION  OF  CPO  RE  ADVISORY/COUNSELING  SERVICES 

TOOK  SUPERVISORY 

COURSE 

N  MEAN 

STD  MIN 

MAX 

LEVEL 

UNMARKED 

520  3.24038 

1.34738 

1 

6 

.0001 

NARKED 

2742  3.52459 

1.29886 

1 

6 

SC0MP22  :  SATISFIED  W/  QUALITY  OF  PERSONNEL  REFERRALS 

TOOK  SUPERVISORY 

COURSE 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

UNMARKED 

515 

3.03398 

0.894922 

1 

5 

.001 

NARKED 

2750 

3.19127 

0.913978 

1 

5 
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Ti*l«  M  (CUtlwQ 


4.  smtviaai  hbb 


S2  :  EMM  MiTN  TO  FULFILL  SVPV  DUTIES 


TOOK  SUPERVISORY 
COURSE 

H 

NEM 

STD 

mo 

MX 

LEVEL 

UHMUKEO 

SOS 

3.77426 

1.14204 

1 

s 

.OS 

IWRKED 

2724 

3.00363 

1.10006 

1 

s 

SIS  :  NOT  ENQI  KOPLE  TO  GET  NQHK  DONE  MERE* 


TOOK  SUPERVISORY 
COURSE 

R 

NEM 

STD 

HIM 

MAX 

LEVEL 

UMMRKEO 

S30 

2.4S660 

1.20647 

1 

5 

n.s. 

MRKED 

2749 

2.S3SS3 

1.261S9 

1 

5 

S22  :  MQ  TRAINEO/PREP  TO  OE  A  SUPERVISOR 

TOOK  SUPERVISORY 
COURSE 

N  NEM 

STD 

NIN 

NAX 

LEVEL 

UMMRKEO 

S16  3.57171 

1.16947 

1 

5 

.0001 

MRKEO 

2747  3.92683 

0.923S7 

1 

S 

S24  :  GET  SUOOROIMTES  TRAINING  NHEN  NEEDED 

TOOK  SUPERVISORY 
COURSE 

N 

NEM 

STD 

NIN 

NAX 

LEVEL 

UNNARKEO 

509 

3.09430 

1.14627 

1 

5 

n.s. 

NARKED 

2736 

3.12427 

1.17714 

1 

5 
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T«b1t  2S 

TINE  SUKfIVISCO  AMY  CIVILIANS 

Nmhs,  StindarN  DtvUtlons,  Ranfis,  «fid  Ltvtis  of 
Statistical  Significanco  for  Hoan  Diffortnctt 


1.  COMI  SOTEWlSOi  OONNSIIES 


SCQNPl  :  EVALIMTIOa  OF  NMIACENEIT 

TINE  SUPERVISED  R 

NEAR 

STD 

NIR 

NAX 

MWY  CIVILIMS 

LESS  THAR  3  YRS 

644 

3.29581 

0.857770 

1 

5 

3-5  YRS 

753 

3.20738 

0.884743 

1 

5 

S-10  YRS 

655 

3.23236 

0.863380 

1 

5 

OVER  10  YRS 

1035 

3.39118 

0.888018 

1 

5 

SC0NP7  :  MOULD  LEAVE  CURRENT  JOB 

TINE  SUPERVISED  N 

FOR  INSIDE 

NEAR 

GOVERNNENT 

STD 

NIN 

NAX 

ARMY  CIVILIANS 

LESS  THAN  3  YRS 

651 

2.97005 

1.01771 

1 

5 

3-5  YRS 

750 

3.05822 

1.04093 

1 

5 

6-10  YRS 

661 

2.99445 

1.05767 

1 

5 

OVER  10  YRS 

1026 

2.72433 

1.11416 

1 

5 

SC0HP8  :  MOULD  LEAVE  CURRENT  JOB 

FOR  OUTSIDE  GOVERNNENT 

TINE  SUPERVISED 

N 

NEAR 

STD 

NIR 

NAX 

ARNY  CIVILIANS 

LESS  THAN  3  YRS 

643 

2.86858 

1.11045 

1 

5 

3-5  YRS 

746 

2.96314 

1.15871 

1 

5 

6-10  YRS 

653 

2.86217 

1.15122 

1 

5 

OVER  10  YRS 

1012 

2.83943 

1.20034 

1 

5 

SC0MP9  :  SUPERVISOR  SUPPORTS  TRAINING  NEEDS 

TINE  SUPERVISED  N  NEAR 

STD 

NIN 

mx 

ARNY  CIVILIANS 

LESS  THAN  3  YRS 

658 

3.19883 

0.936927 

1 

5 

3-5  YRS 

763 

3.08694 

0.940445 

1 

5 

6-10  YRS 

669 

3.18535 

0.928489 

1 

5 

OVER  10  YRS 

1044 

3.29406 

0.961169 

1 

5 

SCONPll  :  CIVILIANS  IMPORTANT  TO  NANAGENENT 

TINE  SUPERVISED  N  NEAR 

STD 

NIN 

NAX 

ARMY  CIVILIANS 

LESS  THAN  3  YRS 

673 

3.22437 

0.874583 

1 

5 

3-5  YRS 

778 

3.14096 

0.906534 

1 

5 

6-10  YRS 

681 

3.19359 

0.923199 

1 

5 

OVER  10  YRS 

1073 

3.27943 

0.957789 

1 

5 

LEVEL 

.0001 

LEVEL 

.0001 

LEVEL 

n.s. 

LEVEL 

.0001 

LEVEL 

.05 
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mic  ts  (OntlMiri) 


2.  cam  swonrisoi  itdb 


sao  :  I  Ml  SATISFIED  NITN  CWMES  FOR  FROWTIOi 


TINE  SVCRVISED 

MWV  CIVILIANS 

N 

NEAR 

STD 

NIN 

NAX 

LEVEL 

LESS  TWW  3  VRS 

672 

3.31696 

1.21189 

1 

5 

3-5  VRS 

775 

3.07355 

1.27326 

1 

5 

.0001 

6-10  YRS 

678 

2.92330 

1.25366 

1 

5 

OVER  10  YRS 

1069 

3.04022 

1.31017 

1 

5 

S38  :  TOP  NANAGENEMT  SUPPORTS  EEO 

TINE  SUPERVISED  R 

NEAR 

STD 

NIR 

NAX 

LEVEL 

ARNT  CIVILIANS 

LESS  THAN  3  YRS 

670 

3.92836 

0.882110 

I 

5 

3-5  YRS 

774 

3.87655 

0.931401 

1 

5 

.01 

6-10  YRS 

677 

3.94682 

0.893836 

1 

5 

OVER  10  YRS 

1070 

4.02991 

0.^8046 

1 

5 

S39  :  PEOPLE  MHOSC  PERF  HURT  BY 

TINE  SUPERVISED  N 

0RU6S/ALC0H0L* 

NEAR 

STD 

NIN 

NAX 

LEVEL 

ARNY  CIVILIANS 

LESS  THAN  3  YRS 

670 

4.03582 

1.05396 

1 

5 

3-5  YRS 

776 

4.00258 

1.12565 

1 

5 

n.s. 

6-10  YRS 

677 

4.01182 

1.09592 

I 

5 

OVER  10  YRS 

1071 

3.96078 

1.09645 

1 

5 

S45  :  I  PLAN  TO  REMAIN  WITH  ARNY 

TINE  SW>ERVISED  N 

TILL  RETIRE 

NEAR 

STD 

NIN 

NAX 

LEVEL 

ARMY  CIVILIANS 

LESS  THAR  3  YRS 

669 

3.77429 

1.07845 

1 

5 

3-5  YRS 

771 

3.80415 

1.05155 

1 

5 

.0001 

6-10  YRS 

671 

4.04918 

0.94267 

1 

5 

OVER  10  YRS 

1064 

4.22838 

0.79716 

1 

5 

Sqi3  :  WRK  I  DO  SUPPORTS  NY  ORGANIZATIONS  MISSION 

TINE  SUPERVISED 

ARNY  CIVILIANS 

N 

MEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  3  YRS 

656 

4.52591 

0.607283 

1 

5 

3-5  YRS 

763 

4.53342 

0.629437 

1 

5 

.05 

6-10  YRS 

668 

4.53743 

0.629205 

1 

5 

OVER  10  YRS 

1043 

4.60594 

0.565349 

1 

5 
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Tikto  »  (OMCtwirf) 


3.  swavisai  coMsno 

SCfiMPZ  :  JOt  SATISFACTION 


TINE  SUPERVISED 

ARMY  CIVILIANS 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  3  TRS 

672 

3.86558 

0.829546 

1 

5 

3-5  YRS 

778 

3.77742 

0.868343 

1 

5 

.001 

6-10  YRS 

679 

3.80952 

0.839484 

1 

5 

OVER  10  YRS 

1072 

3.93905 

0.801277 

1 

5 

SC0MP3  :  FAIRNESS  RE: 

TINE  SUPERVISED 

PROMOTION 

N 

NEAR 

STD 

NIN 

NAX 

LEVEL 

ARMY  CIVILIANS 

LESS  THAN  3  YRS 

672 

3.18552 

0.943191 

1 

5 

3-5  YRS 

778 

3.16024 

0.962489 

1 

5 

.0001 

6-10  YRS 

678 

3.23181 

0.992699 

1 

5 

OVER  10  YRS 

1072 

3.36194 

0.975720 

1 

5 

SC0HP4  :  EVALUATION  OF 

TINE  SUPERVISED 

SUPERVISOR 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

ARNY  CIVILIANS 

LESS  THAN  3  YRS 

673 

3.82098 

0.838324 

1 

5 

3-5  YRS 

778 

3.64113 

0.899194 

1 

5 

.001 

6-10  YRS 

681 

3.63879 

0.924665 

1 

5 

OVER  10  YRS 

1073 

3.73523 

0.922902 

1 

5 

SCQMP19  :  POSITIVE  EVALUATION  OF 

CPO  RE:  GENERAL  FUNCTIONS 

TINE  SUPERVISED 

ARNY  CIVILIANS 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

LESS  THAN  3  YRS 

672 

3.52435 

0.768404 

1.37500 

5.37500 

3-5  YRS 

778 

3.56501 

0.756345 

1.37500 

5.37500 

.0001 

6-10  YRS 

679 

3.56491 

0.805396 

1.37500 

5.37500 

OVER  10  YRS 

1072 

3.70035 

0.785402 

1.37500 

5.37500 

SC0NP20  :  POSITIVE  EVALUATION  OF 

TINE  SUPERVISED  N 

CPO  RE  ADVISORY/COUNSELING  SERVICES 

NEAN  STD  NIN 

NAX 

LEVEL 

ARNY  CIVILIANS 

LESS  THAN  3  YRS 

668 

3.19132 

1.40192 

1 

6 

3-5  YRS 

778 

3.36013 

1.27127 

1 

6 

.0001 

6-10  YRS 

676 

3.39157 

1.26145 

1 

6 

OVER  10  YRS 

1067 

3.79892 

1.23283 

1 

6 
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Tibi*  2S  (CMCtwii) 


SC0NP22  :  SATISFIED  M/  QUALITY  OF  fOSOMMCL  lEFEnALS 


TINE  SUFCIVISEO 

ARMY  CIVILIANS 

H 

NEAR 

STD 

Nil 

NAX 

LEVa 

LESS  THAN  3  VRS 

066 

3.17267 

0.862808 

1 

5 

3-5  YRS 

777 

3.15316 

0.004082 

1 

5 

n.s. 

6-10  VRS 

677 

3.16174 

0.068350 

1 

5 

OVER  10  VRS 

1071 

3.18441 

0.031440 

1 

5 

4.  siranriSBR  ite» 

S2  :  ENGN  AUTH  TO  FULFILL 

TINE  SUPRVtSEO 

SUOV 

N 

DUTIES 

NEAR 

STD 

Nil 

NAX 

LEVEL 

ARNV  CIVILIAin 

LESS  THAN  3  YRS 

664 

3.81024 

1.00716 

1 

5 

3-5  YRS 

760 

3.75813 

1.14840 

1 

5 

.0001 

6-10  YRS 

673 

3.87370 

1.00807 

1 

5 

OVER  10  YRS 

1060 

3.08401 

1.00030 

1 

5 

S15  :  NOT  ENCN  PEOPLE 

TO  SET  MORN 

DONE  HERE* 

TINE  SUPRVISED 

AMY  CIVILIANS 

N 

NEAR 

STD 

NIR 

NAX 

LEVEL 

LESS  THAN  3  YRS 

670 

2.58200 

1.25034 

1 

5 

3-5  YRS 

778 

2.46530 

1.28127 

1 

5 

.05 

6-10  YRS 

678 

2.4408$ 

1.24644 

1 

5 

OVER  10  YRS 

1070 

2.50252 

1.26110 

1 

5 

S22  :  AOQ  TRAINEO/PREP  TO  OE  A 

TIIC  SUPRVISCO  R 

SUPERVISOR 

NEAR 

STD 

NIR 

NAX 

LEVEL 

ARMY  CIVILIANS 

LESS  THAN  3  YRS 

660 

3.45441 

1.10650 

1 

5 

3-5  YRS 

776 

3.73454 

0.06608 

1 

5 

.0001 

6-10  YRS 

678 

3.07403 

0.03300 

1 

5 

OVER  10  YRS 

1060 

4.17587 

0.77226 

1 

5 

S24  ;  GET  SUBORDINATES  TRAINING 

TINE  SUPRVISED  N 

VNER  REEDED 

NEM 

STD 

NIR 

NAX 

LEVEL 

ARMY  CIVILIANS 

LESS  THAN  3  YRS 

660 

2.90433 

1.15280 

1 

5 

3-5  YRS 

773 

3.02587 

1.17370 

1 

5 

.0001 

6-10  YRS 

673 

3.12333 

1.20932 

1 

5 

OVER  10  YRS 

1067 

3.31865 

1.12037 

1 

5 
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Tabit  2< 

ENPIOYEE/SUPERVISOII 

NmuSi  Standard  Dtvlatlona,  Rangas,  and  Ltvtis  of 
Statistical  Significanci  for  Moan  Difforoncts 


1.  COMB  SIBfBVlSai  cooosins 
COMPl  :  CVALUATIOH  Of  NMMOCNT 


GMW 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EWtOVCC 

S72€ 

2.94202 

0.93181 

1 

5 

.0001 

suratvisoa 

3181 

3.28977 

0.87724 

1 

5 

C(X05  :  SATISFACTION  N/  AMBUAL/SICK  LCAME 

OOUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPtOVCE 

5742 

4.11364 

0.87780 

1 

6 

.0001 

StIPCRVISON 

3218 

4.37694 

0.81213 

1 

6 

com  :  IMPORTANCE  Of  PAY/VARIOUS  BENEFITS 

GROUP 

M 

NEAR 

STD 

MIN 

MAX 

LEVEL 

EMPIOTEE 

5771 

4.70273 

0.44930 

1 

5 

.01 

SUPERVISOR 

3228 

4.67248 

0.41583 

1 

5 

C0MP7  :  WQULO  LEAVE 

CURRENT  M 

FOR  INSIDE 

GOVERNMENT 

GROUP 

N 

MIAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5692 

3.15141 

1.04478 

1 

5 

.0001 

SUPERVISOR 

3180 

2.91897 

1.07192 

1 

5 

CQMP8  :  HOULO  LEAVE 

m 

I 

FOR  oursiOE 

GOVERNMENT 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5586 

2.92204 

1.10956 

1 

5 

n.s. 

SUPERVISOR 

3144 

2.87929 

1.15914 

1 

5 

C0MP9  :  SUPERVISOR  SUPPORTS  TRAINING  NEEDS 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5701 

2.80950 

0.93335 

1 

5 

.0001 

SUPERVISOR 

3230 

3.19752 

0.94515 

1 

5 
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Tabi*  26  (CNtfiMad) 


COMPIO  :  RECOMCNOS  EMPLOYER  SIMILAR  TO  (MN 


GROUP 

N 

MEAN 

STD 

HIM 

IMX 

EMPlOYEE 

S796 

3.24252 

0.94420 

1 

5 

SUPERVISOR 

3238 

3.16559 

1.01407 

1 

5 

COMPll  :  CIVILIAMS  IMPORTAMT  TO  MAMAGEMEMT 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

EMPLOYEE 

S920 

3.15805 

0.86017 

1 

5 

SUPERVISOR 

3302 

3.21633 

0.92231 

1 

5 

2.  OOMi  SUPERVISOR  ITERS 

E30_S23  :  EMPL  TAKE  SICK  LEAVE 

ONLY  AS  NEEDED 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

EMPLOYEE 

5886 

3.39433 

1.10546 

1 

5 

SUPERVISOR 

3279 

3.51144 

1.09318 

1 

5 

£32_S39  :  PEOPLE  WHOSE  PERF  HURT  BY  ORUGS/ALCONOL* 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

EMPLOYEE 

5859 

3.52637 

1.16749 

1 

5 

SUPERVISOR 

3274 

3.99756 

1.09271 

1 

5 

E66_S45  :  I  PLAA  TO  REMAIN  WITH  ARMY  TILL  RETIRE 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

EWLOYEE 

5834 

3.69129 

1.04936 

1 

5 

SUPERVISOR 

3252 

3.99262 

0.97363 

1 

5 

E67_S49  :  AGE  MILL  NOT  AFFECT  PROM  CHANCES 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

EWLOYEE 

5884 

3.16044 

1.04257 

1 

5 

SUPERVISOR 

3276 

3.57143 

0.97766 

1 

5 

LEVEL 

.001 

LEVEL 

.01 


LEVEL 

.0001 

LEVEL 

.0001 

LEVEL 

.0001 

LEVEL 

.0001 
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Table  M  (floTI— I) 


E88_SS0  :  NONEN  CH  PREFERENTIAL  TREATMENT  IN  PROMOTION* 


GROUP 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5877 

3.41807 

1.03181 

1 

5 

.01 

SUPERVISOR 

3277 

3.48032 

0.99141 

1 

5 

E69_S51  :  MEN  GH  PREFERENTIAL 

TREATMENT  IN  PROMOTION* 

GROUP 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5862 

3.23320 

1.01501 

1 

5 

.0001 

SUPERVISOR 

3277 

3.58010 

0.89501 

1 

5 

E70_S52  :  MINORITIES  GH 

PREFERENTIAL  TREATMENT 

IN  PROMOTION* 

GROUP 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5876 

3.14993 

1.13429 

1 

5 

n.s. 

SUPERVISOR 

3274 

3.17746 

1.09101 

1 

5 

E71JS3  :  NON-MINORITIES 

GET  PREFERENTIAL  TREATMENT  IN  PROMOTION* 

GROUP 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5883 

3.31566 

1.02674 

1 

5 

.0001 

SUPERVISOR 

3273 

3.68530 

0.85213 

1 

5 

E11_S30  :  I  AM  SATISFIED 

N/  CHANCES  FOR  PROM 

GROUP 

N 

MEAN 

STO 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5894 

2.54801 

1.32385 

1 

5 

.0001 

SUPERVISOR 

3278 

3.07901 

1.27421 

1 

5 

SQl  :  LAST  NRIHEN  PERF  APPRAISAL  RECVD 

GROUP 

N 

MEAN 

STD 

NIN 

MAX 

LEVEL 

EMPLOYEE 

5707 

3.65639 

0.92452 

1 

1 

.01 

SUPERVISOR 

3216 

3.72046 

0.83874 

1 

5 
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Table  16  (CMitlmad) 


SQ2A  :  SATISFMrriON  MITH  HEALTH  INSURARCE 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5730 

3.69372 

1.38525 

1 

6 

.0001 

SUPERVISOR 

3218 

3.47856 

1.39730 

1 

6 

SQ2B:  SATISFACTION  WITH  LIFE  INSURANCE 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5701 

4.03877 

1.05118 

1 

6 

n.s. 

SUPERVISOR 

3206 

4.05209 

1.05683 

1 

6 

SqaC  :  SATISFACTION  WITH  RETIREMENT  PLAN 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5690 

3.79490 

1.01176 

1 

6 

.0001 

SUPERVISOR 

3209 

3.92303 

1.01270 

1 

6 

SQ2F  :  SATISFACTION  WITH  PAY 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5722 

3.24432 

1.22610 

1 

6 

.05 

SUPERVISOR 

3207 

3.17680 

1.29743 

1 

6 

SQ6  :  UNOERSTNO  HOH  PERF  APPRAISAL 

SYS  WORKS 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EMPLOYEE 

5649 

3.61126 

0.99203 

1 

5 

.0001 

SUPERVISOR 

3180 

4.20252 

0.71728 

1 

5 

SQ7  :  HELPED  DEVEL  MY  PERFORMANCE  STANDARDS 

GROUP 

N 

MEAN 

STD 

MIN 

MAX 

LEVEL 

EtffLOYEE 

5714 

2.99055 

1.21657 

1 

5 

.0001 

SUPERVISOR 

3215 

4.20252 

1.20706 

1 

5 

132 


T*1«  16  (ConttRMd) 


SQ13  :  NOW  I  00  SUPPORTS  NY  ORG  NISSION 


GROUP 

N 

NEAN 

STD 

NIN 

NAX 

LEVEL 

EHPLOYEE 

5757 

4.29772 

0.6B0002 

1 

5 

.0001 

SUPERVISOR 

3225 

4.55535 

0.60251 

1 

5 

SQ14  :  PERF  STO  HELP  HE  UNOERSTANO  EXPECTATIONS 

GROUP 

N 

NEAN 

STO 

NIN 

NAX 

LEVEL 

EHPLOYEE 

5767 

3.72325 

0.98939 

1 

5 

n.s. 

SUPERVISOR 

3225 

3.70791 

1.08321 

1 

5 

SQIS:  CAN  00  NOTHING  IF  OISAGREE 

N/  PERF  STD* 

GROUP 

N 

NEAN 

STO 

NIN 

NAX 

LEVEL 

EHPLOYEE 

5749 

3.21221 

1.15794 

1 

5 

.0001 

SUPERVISOR 

3222 

3.58752 

1.10020 

1 

5 

SQ17  :  ASSIGNHNTS  &  TRNG  PREP  HE 

FOR  AOVANCEHENT 

GROUP 

N 

HEAN 

STD 

HIN 

NAX 

LEVEL 

EHPLOYEE 

5762 

3.18032 

1.15728 

1 

5 

.0001 

SUPERVISOR 

3223 

3.61899 

1.04494 

1 

5 

Sq24  :  HEOAL  AS 

IHPORTANT  AS  CASH  AWARD 

GROUP 

N 

HEAN 

STD 

NIN 

HAX 

LEVEL 

EHPLOYEE 

5756 

2.86327 

1.21011 

1 

5 

.0001 

SUPERVISOR 

3223 

2.69314 

1.21207 

1 

5 
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EIVLOYEE,  SUPERVISORY,  MB  SOPPLENERTAL  qOESnOMUlRES 
USED  IN  THE  FY88  MMY-WIDE  SURVEY 


A-1 


DEPARTMENT  OF  THE  ARMY 

WASHtNOTON.  DC  20310 

EMPLOYEE  QUESTIONNAIRE 


net 

CSaM-14«3 


The  Department  of  the  Army  is  conducting  a  survey  of  how  civilian  employees  feel  about  their 
jobs  and  work  situation.  Your  cooperation  in  completing  this  questionnaire  will  increase  our 
understanding  of  personnel  management  practices  and  working  conditions  with  respect  to 
Army  civilian  employees. 

This  questionnaire  is  not  a  test.  There  are  no  right  or  wrong  answers.  In  order  for  your  response 
to  be  useful,  however,  it  is  important  that  you  answer  each  question  carefully  and  honestly. 

Your  participation  in  this  survey  is  anonymous.  Your  answers  will  be  held  completely 
confidential;  only  statistical  summaries  will  be  reported.  No  one  in  your  organization  will 
have  information  from  this  survey  about  any  individual's  answers. 

Do  not  put  your  name  on  the  questionnaire. 

Thank  you  for  your  cooperation. 


For  some  questions  you  may  feel  you  do  not  have  enough  information  to  respond  (for 
example,  you  may  be  a  new  employee).  We  ask  that  you  answer  as  best  you  can  based  on 
the  information  you  have.  If  none  of  the  responses  seem  strictly  appropriate,  please  mark 
the  one  which  best  reflects  your  opinion.  If  you  cannot  decide,  then  leave  that  item  blank. 
Please  respond  to  all  items  in  terms  of  your  current  position,  not  a  previous  one. 


MARKING  DIRECTIONS 


OIRECHONS:  Your  responses  will  be  read  by  an  optical  mark  raadar.  It  is  important  that  you 
follow  a  few  simple  rules. 


•  Use  only  s  Mack  pancil  (not  ball  point  or  ink  psn). 

•  Make  heavy  Mack  marks  that  fill  the  oval. 

•  Erase  cleanly  any  answar  you  wish  to  change. 

•  Make  no  stray  markings  of  any  kind. 


EXAMPLE:  Will  marks  mads  with  pan  or 
folt-tip  pan  ba  propariy  raad? 

O  Yes 
•  No 


USE  NO.  2  PENCIL  ONLY 


ORGANIZATION  ITEMS 

Instructions  for  tha  usa  of  theaa  itams  are  included  on  a  separate 
sheet.  OMIT  UNLESS  INSTRUCTED  TO  DO  OTHERWISE. 

1 .  (S>  CD  CS)  (!D  <E)  CD 

6.  CD  CD  CD  CD  CD  CD 

2.  (S>  CD  ^  (B)  CD  CD 

7.  CD  CD  CD  CD  QD  ® 

3.  CD  CD  CD  CD  CD  CD 

8.  CD  CD  CD  CD  CD  CD 

4.  CD  CD  CD  CD  CD  CD 

9.  CD  CD  CD  CD  CD  CD 

5.  CD  CD  CD  ®  ® 

10.  CDCDCDCDCDCD 

y|ooBooBBoo|Hoo|ooo 

DO  NOT  WRITE  IN  THIS  AREA 
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SECTION  I 


Hw  toiwwIwB  intenntiow  i»  iwnd»<  to  halpywith  th« 
n«ly<i>  of  thm  ctoti.  VWiilt  in  rira  infnr—  W 


migitt  b*  poMibI*  to  Mantify  indMduals  on  tfi*  bMl*  of 
ttMir  rMpoiwM.  tai  no  CM*  twin  tlii«  b*  den*  and  in  no 
cw<w«Hliiainlp€mlionb>w»iiablatoanyonaatvoiir 
inataWHon.  It  i«  vwy  important  for  our  Army^wWa 
analyiia  dipt  you  raapond  candIdIvanddonotondtaHy 


Waaaa  marfc  tha  moat  appropriata  roaponaa  for  aach  of 
tho  Hama. 


A.  Pay  Systam:  (Mark  one) 

Appropriated  Fund 

O  General  Schedule  (GS)  and  similar  (CZ.  ES.  GM.  ST) 
O  Wage  Grade  (WG)  and  similar  (WB.  WO.  WK.  WM, 
WP.  WT.  WZ) 

O  Wage  Leader  (WC.  WL.  WR) 

Nonappropriated  Fund  Only 
O  Universal  Annual  (UA) 

O  Prevailing  Rate  (NA.  NL.  AS.  PS) 


B.  Grade; 

01  or  2 
0  3  or  4 
O  5  or  6 
0  7  or  8 
0  9  or  10 
O  1 1  or  1 2 
O  13  or  14 
O  Above  1 4 
O  Other 


E.  Education  Complotad:  (Marfc  one) 

O  Lcm  than  High  School  Gradtjate 
O  High  School  Graduate  or  Equivalent 
O  Some  College  or  Technical  Training 
O  Aaaociate  Degree  or  Equivalent 
O  Bachelor's  Degree  or  Equivalent 
O  Advanced  Degree 


F.  What  is  your  race  or  national  origin? 
O  Blacfc.  not  of  Hispanic  origin 
O  Hispanic 

O  American  Indian  or  Alasfcan  native 
O  Asian  or  Pacific  Islander 
O  White,  not  of  Hispanic  origin 


G.  Length  of  Federal  Civilian  Service: 

O  Less  than  1  year 

0 1  thru  S  years 
O  6  thru  1 0  years 
O  1 1  thru  15  years 
0 1 6  thru  20  years 
021  thru  25  years 
026  thru  30  years 
O  More  than  30  years 

H.  Your  immediate  Supervisor  is:  (Do  not  consider  leaders) 
O  Military 

O  Civilian 

I.  Time  supervised  by  present  supervisor: 

O  Less  than  1  year 

O 1  thru  2  years 
O  3  thru  5  years 
06  thru  10  years 
OMore  than  10  years 


C.  Sex; 

O  Male 
O  Female 


J.  Have  you  had  at  least  one  break  in  service  (3  months 
or  more)  since  becoming  a  Federal  employee? 

OYes 

ONo 


O.  Age: 

O  Under  21 
0  21  thru  30 
O  31  thru  40 
O  41  thru  50 
O  51  thru  55 
O  56  thru  60 
O  Over  60 


K.  How  long  has  it  been  since  your  last  promotion? 
O  Less  than  1  year 
O  1  thru  2  years 
O  3  thru  4  years 
O  5  thru  6  years 
O  7  thru  10  years 
OMore  than  10  years 
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SECTION  II 


Mwml  througii  77  w«  stMWMntB  •bout  your  iwoffc  Mid 
yourorganintion.  PtoaaaioadoachitMneMofuNy.  Than, 
uaifig  tha  seal#  baloiu.  indieata  your  reaction  to  it  by 
marking  tha  appropriata  catagory. 


(D  Strongly  Oiaagraa . 
<D  Oiaagraa 


CD  NaMiar  Agraa  Nor  Oisagiaa 
CD  Agraa - 


(D  Strongly  Agraa - 

EXAMPLE: 

CiviKana  are  a  argnificant  part 
of  tha  total  Army . (D<3>(1>(I> 


O  Strongly  Oiaagraa _ 

(Z>  Oiaagraa _ 

CS  Naithar  Agraa  Nor  Oiaagraa _ , 


CD  Agraa _ 

(D  Strongly  Agraa _ 

Items  1  through  28  are  about  YOUR  JOB. 

1 .  My  job  makea  good  uaa  of  my  abilities . (Z)  (S  (1)  (Z)  CD 

2.  All  in  all.  I  am  satisfied  with  my  Job . 

3.  I  have  good  Job  security . (DdXSCSCD 

4.  I  often  do  not  get  enough  information 

to  do  my  job  properly . dXDdXDOD 

5.  I  am  able  to  get  the  training  I  need  to 

do  my  job  properly . (D(S)CD<D<D 

6.  My  annual  performance  appraisal  has 

usually  been  helpful  to  me . CD(Z)(3)®(D 

7.  I  am  performing  the  major  duties 

described  in  my  job  description . (SXSCD^CD 

8.  I  do  a  lot  of  unnecessary  work . (£)<Z)(DCDG3 

9.  I  don't  have  enough  freedom  to  do 

my  job  effectively  and  efficiently . (D(T)(D(3)(D 

10.  I  have  too  much  work  to  do  a  good  job - (S  (£)  CD  <D  CD 

1 1 .  For  the  most  part,  I  am  satisfied  with 

my  chances  for  promotion . (E)(I)(3^CZ>CI> 

1 2.  I  understand  how  the  grade  of  my  job 

was  set . (D  (D  (S  <3D  (D 

1 3.  My  work  suffers  because  of  unnecessary 

interruptions . .(D  (S  (D  CD  CD 

14.  I  have  all  the  skills  I  need  to  do  my  job  well ...  CD  CD  CD  CD  CD 

15.  When  I  do  a  good  job,  it  is  recognized . CD  CD  CD  CD  CD 

1 6.  I  am  told  promptly  when  there  is  a 
change  in  policy,  rules,  or  regulations 

that  affects  me . CDCDCD<DCD 

1 7.  I  frequently  think  about  quitting  my  job . CD  CD  CD  CD  O 

18.  All  in  all,  the  training  I  have  received 
as  an  Army  employee  has  been  useful 

in  doing  my  work . CD®CD®© 

1 9.  I  usually  understand  what  is  expected 

of  me  on  my  job . (D®CDCDO 

20.  I  find  my  work  challenging . <D<D<D<D(D 

21 .  I  do  not  have  enough  training  to  do  my 

job  well . (DcDCDCDCD 

22.  I  am  often  bored  with  my  job . CD®CDCDCD 

23.  The  work  I  do  is  important . (DcDCDCDCD 


CD  Strongly  Disagree  ■ 

CD  DIaegree  .  .i  ,  ,  . 

CD  Neither  Agree  Nor  Disagree  — 

CD  Agree  ■■  . 

CD  Strongly  Agree  .. 


24.  I  am  pleased  with  my  career  (progroaa) 

in  the  Army . 

25.  My  job  is  graded  property . 

26.  I  do  too  much  work  above  my  official 

grade  level . 

27.  I  do  too  much  work  below  my  official 

grade  level . 

28.  I  often  have  too  little  work  to  keep  me 

busy . 

Items  29  through  39  are 

about  YOUR  WORK  GROUP. 


29.  The  work  in  my  unit  is  organized  efficiently. .  CDCDCDXCD 

30.  Employees  usually  take  sick  leave  only 

when  needed . CDCDCDcDCD 

31 .  New  employees  are  usually  given  encugh 

training  to  do  their  job . (DDCDCDCD 


32.  There  are  people  whose  job  performance 

is  being  hurt  by  the  use  of  alcohol  or  drugs .  CD  D  CD  CD  CD 


33.  There  are  unsafe  conditions  or  practices  . .  CD  CD  CD  CD  CD 

34.  The  people  I  work  with  generally  do 

a  good  job . CDCDCDCDCD 

35.  Giving  people  awards  encourages  them 

to  do  a  good  job . CD  CD  CD  X  D 

36.  All  in  all,  my  work  group  is  well  run . CD  CD  CD  CD  CD 

37.  Our  productivity  often  suffers  from  a 

lack  of  organization  and  planning . CD  iD  CD  CD;  CD 

38.  When  new  employees  are  assigned. 

they  are  usually  well  qualified . CD  CD  CD  CD  CD 

39.  People  in  my  unit  work  well  together . CD  CD  CD  .D  CD 


Items  40  through  48  are 
about  YOUR  SUPERVISOR. 

40.  My  supervisor  has  clearly  outlined  the 


goals  and  priorities  for  my  work  . (DCDCDCDCD 

41 .  My  supervisor  is  hard  to  talk  to  about 

job-related  problems . CD  CD  CD  D  CD 

42.  If  an  employee  broke  the  rules,  my 
supervisor  would  take  appropriate 

corrective  action  . CD  CD  (D  D  CD 

43.  My  supervisor  lets  me  know  how  well 

I  am  doing  my  work . CD  CD  'D  CD  CD 


44.  My  supervisor  encourages  ideas  and  sug¬ 
gestions  about  better  ways  to  do  the  work .  CD  D’  CD  X  CD 

45.  My  supervisor  encourages  and  supports 


the  Suggestion  Program . CD  X  3)  X  CD 

46.  My  supervisor  neither  encourages  nor 

discourages  union  membership  . ®  X  CD  X  CD 

47.  All  in  all.  I  have  a  good  supervisor  . CD  X  CD  'X  CD 

48.  My  supervisor  gives  me  the  support  and 

backing  I  need  to  do  my  job  well . CD  CX  CD  X  CD 


(DCDCDCDCD 
CD  CD  CDDCD 


CD  CD  CD  CD  O 
CD  CD  CD  CD® 
CD  CD  CD  CD® 
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CD  Stronaly  OiugrM _ 

CD  PiMgr— 

CD  N«<th«r  AgrM  Nor  OiMgroo  _ 

(S>  Aflfoo .  . . .  . ■■■ 

<D  Strongly 

Homs  49  through  77  aro  about  YOUR 
ORGANIZATION  OR  INSTALLATION 


49.  Tho  Civilian  Poraonnal  Office  informa  I  I  I  I 

amployeas  about  important  changas  I  I  I  I  I 

in  paraonnal  rules  or  benefits . (1}(S<1)(I>^ 

50.  If  I  filed  a  grievance,  I  would  get  fair  and 

impartial  consideration  of  my  complaint ...  <D  (S  (S  (2  O 

51 .  If  I  filed  a  grievance,  there  is  a  good 

chance  it  would  later  be  held  against  mo —  d)  CD  d)  <Z)  O 

52.  My  organization  makes  an  important 

contribution  to  the  mission  of  the  Army  ...  d)  (S  CD  (S  <D 


53.  If  I  want  to  know  about  jobs  and  promotion 
opportunities.  I  can  get  this  information ...  (D  <S  d>  d)  O 

54.  For  the  most  part,  employees  have  an 

equal  chance  to  compete  for  promotions  . .  d>  d)  d>  CD  (D 

55.  When  promotions  are  made,  the  best 


qualified  people  are  usually  selected  . (S)  (Z)  G)  CD  o 

S6.  Top  management  is  concerned  about 

civilian  employees . (i)G)d>d>0 


57.  I  don't  feel  much  loyalty  to  my  organization .  d)  (Z)  d>  CD  <D 

58.  Top  management  actively  supports  the 

Equal  Employnwnt  Opportunity  Program ...  CD  CD  CD  CD  O 

59.  The  Civilian  Personnel  Office  treats  people 


courteously  . CDCDCDCDO 

so.  This  organization  suffers  from  too  many 

reorganizations . CD<DCD(D<D 

61 .  Compared  to  other  organizations,  my 

organization  is  a  good  place  to  work . CD  CD  CD  CD  O 

62.  Employees  who  feel  discriminated  against 
can  get  fair  and  impartial  consideration 

of  their  complaint . CDCDCDCD® 

63.  If  an  employee  has  a  problem  with  alcohol 
or  drugs,  he  or  she  can  get  help  at  this 

installation . d)CDd)CDO 

64.  There  is  a  good  working  relationship 
between  civilian  and  military  personnel 

at  this  installation . CDCDCDCD^ 

65.  When  awards  are  given,  they  usually  go 

to  the  most  deserving  people . (DCDCDCD® 

66.  I  plan  to  remain  with  the  Army  until 

I  retire . ®G)^CDO 

67.  An  employee's  age  will  not  affect  his 

or  her  chances  for  promotion . CDCDdXDO 

68.  Women  often  get  preferential  treatment 

over  men  for  promotion  . CDCDCDCDd^ 

69.  Men  often  get  preferential  treatment 

over  women  for  promotion . CDCDCDCDO 

70.  Minority  employees  often  get  preferential 
treatment  over  nonminority  employees 

for  promotion . CDCDCDCDQD 

71 .  Nonminority  employees  often  get 
preferential  treatment  over  minority 

employees  for  promotion . ®CDGDd)CD 


Strongly  Disagree  ,  - 

CD  Disagree 

CD  Neither  Agree  Nor  Disagree  — . 

CD  Agree _ 

CD  Strongly  Agree - , 


72.  If  my  supervisor  can't  help  me  with  an 
amptoyment  matter,  I  can  usually  get 
information  or  help  from  the  Civilian 
Personnel  Office  . 


73.  Top  management  is  sincerely  interested 


in  providing  job  and  advancement 
opportunities  for  wonwn  and  for 

members  of  minority  groups . CD  d;  CD  (3) 

74.  My  work  group  gets  adequate  support 

from  top  management .  CD  CD  CD  d  CD 


75.  My  chances  for  promotion  are  poor  because 

of  the  unfairness  of  the  promotion  system .  CD  d  CD  X  CD 

76.  My  chances  for  promotion  are  poor  because 

of  a  lack  of  higher  level  vacancies . CD  X  CD  CT  CD 

77.  My  chances  for  promotion  are  poor  because 

I  need  additional  experience  or  training ...  CD  d  CD  X)  CD 


78.  Listed  below  are  a  number  of  work  facilities  or  services. 
Rata  each  item  according  to  how  satisfactory  or 
unsatisfactory  it  is  to  you. 

X)  Very  Unsatisfactory _ 

CD  Unsatisfactory _ 

CD  Borderline _ 

CD  Satisfactory _ 

CD  Very  Satisfactory 


a.  Eating  Facilities . CD  D  CD  d  CD 

b.  Parking  Facilities . CD  CD  CD  d  CD 

c.  Transportation  to  and  from  work . CD  X  CD  X  CD 

d.  Supplies .  CD  X  CD  X)  CD 

e.  Tools  and  Equipment .  CD  .*  ■  ‘3)  X  CD 

f.  Restrooms .  CD  X  CD  X'  'D 

g.  Ventilation .  CD  X  cD  t,  D 

h.  Air  Conditioning .  (D  X  CD  X  D' 

i.  Heating .  CD  i  CD  2.  CD 

j.  Lighting .  CD  X  CD  2  X 

k.  Size  of  working  area .  CD  X  CD  -X  CD 

l.  Sanitation  or  cleanliness  of  worksite  ...  CD  XC  CD  X  CD 

m.  Health  services  and  first  aid  facilities  . .  CD  .X  CD  X  CD 

n.  Overall  working  conditions  .  CD  X  CD  X  CD 


79.  In  general,  are  you  treated  fairly  in  regard  to  the 
following  points?  (Mark  only  one  oval  per  line) 

CD  Never _ 

X  Seldom _ 

CD  Sometimes _ 

CD  Usually _ 

D  Always _ , 


a.  Promotions  .  ®  XCDXCD 

b.  Training .  CDdX  cD  t  CD 

Awards .  ®  S  X  X.  CD 

'•oline .  CD  €  CD  .£  CD 

e.  V.  jnces  and  Appeals .  X  D  CD  X  CD 
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2377  Queslar  858A  54321 


DEPARTMENT  OF  THE  ARMY 

WASHINOTON.  aC.  20310 


SUPERVISORY  QUESTIONNAIRE 


ACS 

CSaPA-1493 


The  Department  of  the  Army  is  conducting  a  survey  of  how  civilian  employees  feel  about  their 
jobs  and  work  situation.  Your  cooperation  in  completing  this  questionnaire  will  increase  our 
understanding  of  personnel  management  practices  and  working  conditions  with  respect  to 
Army  civilian  employees. 

This  questionnaire  is  not  a  test.  There  are  no  right  or  wrong  answers.  In  order  for  your  response 
to  be  useful,  however,  it  is  important  that  you  answer  each  question  carefully  and  honestly. 

Your  participation  in  this  survey  is  anonymous.  Your  answers  will  be  held  completely 
confidential;  only  statistical  summaries  will  be  reported.  No  one  in  your  organization  will 
have  information  from  this  survey  about  any  individual's  answers. 

Do  not  put  your  name  on  the  questionnaire. 

Thank  you  for  your  cooperation. 


For  some  questions  you  may  feel  you  do  not  have  enough  information  to  respond  (for 
example,  you  may  be  a  new  employee).  We  ask  that  you  answer  as  best  you  can  based  on 
the  information  you  have.  If  none  of  the  responses  seem  strictly  appropriate,  please  mark 
the  one  which  best  reflects  your  opinion.  If  you  cannot  decide,  then  leave  that  item  blank. 
Please  respond  to  all  items  in  terms  of  your  current  position,  not  a  previous  one. 


MARKING  DIRECTIONS 

DIRECTIONS:  Your  rosponsos  will  b«  read  by  an  optical  mark  raadar.  It  is  important  that  you 
follow  a  few  simple  rules. 


•  Use  only  a  black  pencil  (not  ball  point  or  ink  pen). 

•  Make  heavy  black  marks  that  fill  the  oval. 

•  Erase  cleanly  any  answer  you  wish  to  change. 

•  Make  no  stray  markings  of  any  kind. 


EXAMPLE:  Will  marks  made  with  pen  or 
felt-tip  pen  be  properly  read? 


^  USE  NO.  2  PENCIL  ONLY  ::^||| 


O  Yes 
No 


ORGANIZATION  ITEMS 

Instructions  for  the  use  of  these  items  are  included  on  a  separate 
sheet.  OMIT  UNLESS  INSTRUCTED  TO  DO  OTHERWISE. 

1 .  ®  d)  (©  ®  CD  <E 

6.®®®®®® 

2.  ®  ®  ®  ®  CD  CD 

7.  ®  ®  ©  ®  ®  ® 

3.  ®  ®  ®  ®  ®  ® 

8.  ®  ®  ®  ®  ®  ® 

4.  ®  ®  ®  <SD  ®  ® 

9.  ®®  ®  ®  ®  ® 

5.  ®  ®  ®  ®  ®  ® 

10.®®®®®® 

^|o|HoHBoHHBo|ooooo 

DO  NOT  WftITE  IN  THIS  AREA 
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SECTION  I 


H.  Your  Immodiato  Suporvitor  is: 
O  Military  O  Civitiar> 


Tho  foNoMiina  MomiMiofi  is  modod  to  Mp  uo  wMh  tho 
statistical  awlyoia  of  tha  dots.  \MNIo  in  nm  inotanoos 

Hmiaiit  ha  aaoaibto  to  idanttfv  individuala  on  tfio  baaia 
of  dtair  loaponssa.  in  no  eaaa  wM  tMa  bo  dona  and  in  no 
caao  wiM  this  information  bo  availabio  to  anyono  at  your 
instaHation.  It  is  vary  important  for  our  Army-wdda 
analysis  that  you  rospond  candidly  and  do  not  omit  any 
snauiiara. 

Plaasa  marfc  tha  most  appropriato  rosponsa  lor  aach  of 
tha  Homs. 


I.  Tima  suparvisad  Army  civilians; 

O  Lass  than  1  ysar  O  6  thru  10  years 

O  1  thru  2  years  O  More  than  10  years 

O  3  thru  5  years 

J.  Training  courses  complated;  (Mark  all  that  apply) 
O  Basic  Civilian  Supervisory  Course 

O  Middle  Management  Workshop 
O  Personnel  Management  lor  Executives 


A.  Pay  System:  (Mark  one) 

Appropriated  Fund 

O  General  Schedule  (GS)  and  similar  (CZ.  ES.  GM.  ST) 

O  Wage  Supervisor  (WS)  and  similar  (WJ.  WM.  WN.  WP.  WZ) 
Nonappropirated  Fund  Only 
O  Universal  Annual  (UA) 

O  Prevailing  Rate  (NS.  AS.  PS) 

Military  Only 
O  Enlisted 
O  Officer 

B.  Civilian  Grade:  (If  applicable) 


o 

1  or  2 

O 

11  or  12 

o 

3  or  4 

O 

13  or  14 

o 

5  or  6 

O 

Above  14 

o 

7  or  8 

O 

Other 

o 

9  or  10 

C.  Sax:  o  Male  O  Female 


K.  Length  of  radaral  Civilian  Service: 


O  Less  than  1  year 
O  1  thru  5  years 
O  6  thru  10  years 
O  1 1  thru  1 5  years 


0  16  thru  20  years 
O  21  thru  25  years 
O  26  thru  30  years 
O  More  than  30  years 


L.  Have  you  had  at  least  one  break  in  service  (3  months 
or  more)  since  becoming  a  Federal  employee? 

O  Yes  O  No 

M.  How  long  has  it  been  since  your  last  promotion? 

O  Less  than  1  year  5  thru  6  years 

O  1  thru  2  years  O  thru  10  years 

O  3  thru  4  years  O  More  than  1 0  years 

N.  The  employees  you  supervise  are; 

O  Appropriated  Fund  (AF)  Only 
O  Nonappropriated  Fund  (NAF)  Only 
O  Both  AF  and  NAF 


Age; 

O  Under  21 

O  51  thru  55 

O  21  thro  30 

O  56  thru  60 

O  31  thru  40 

O  Over  60 

O  41  thru  50 

E.  What  is  your  race  or  national  origin? 

O  Black,  not  of  Hispanic  origin 
O  Hispanic 

O  American  Indian  or  Alaskan  native 
O  Asian  or  Pacific  Islander 
O  White,  not  of  Hispanic  origin 

F.  Education  Completed:  (Mark  one) 

O  Less  than  High  School  Graduate 
O  High  School  Graduate  or  Equivalent 
O  Some  College  or  Technical  Training 
O  Associate  Degree  or  Equivalent 

O  Bachelor  s  Degree  or  Equivalent 
O  Advanced  Degree 

G.  What  level  of  supervisor  are  you? 

C  First  line  supervisor  (Supervise  no  other  supervisors 
Do  not  consider  leaders  as  supervisors  ) 

O  Second  level  supervisor  (Supervise  one  or  more 
first  line  supervisors  ) 

3  Above  second  level  (Supervise  one  or  more  second 
level  supervisors  ) 


SECTION  II 


Hams  1  through  62  ara  atatamonta  about  your  work  and 
your  organization.  Plaaaa  raad  aach  itam  caraf  ully.  Than, 
uarng  tha  acaia  balow,  indicata  how  strongly  you  agraa 
or  diaagraa  with  it  by  marfciiyg  tha  appropriata  category: 

O  Strongly  Diaagraa _ 

CD  Diaagraa _ 

(2)  Naithar  Agraa  Nor  Diaagraa _ 

(2) 

(D  Strongly  Agraa _ 

EXAMPLE: 

Civilians  are  a  significant  part 

of  tha  total  Army . •  fD  fX  T  (D 


X  Strongly  Disagree _ 

(X  Diaagraa - 

CX  Neither  Agree  Nor  Disagree _ 

■X  Agree - 

(£  Strongly  Agree _ , 


1 .  The  abilities  of  my  subordinates  are  well  I  I  I  I  I 

utilized  on  their  jobs .  X>  «  CD  r' 

2.  I  have  enough  backing  and  authority  to 

carry  out  my  supervisory  duties  X  *  vX‘  T  X 

3.  Tha  performance  appraisal  system  is  help¬ 
ful  in  improving  employee  performance  X)  i  <27  X  CD 
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CD  Strongly  DiMflrM _ 

^  OitagrM _ 

X  Notthor  AgrM  Nor  OiMgro* 

CD  AgrM _ 

X  Strongly  Agree _ , 


4.  There  i«  so  much  "red  tape"  involved  in 

being  a  supervisor  that  it  is  difficult  to  I  I  I  I  I 
get  the  «vorli  done  . <D<D®CZ)® 

5.  The  Merit  Promotion  Program  causes 

more  trouble  than  it  is  worth . ODCDOD^OD 

6.  I  am  generally  satisfied  with  the  quality 

of  people  referred  to  me  for  vacant 
positions . 

7.  I  could  easily  supervise  more  people 

than  I  do  now . 

8.  I  understand  how  the  grades  of  my 

subordinates' jobs  are  set  . 

9.  My  job  makes  good  use  of  my  abilities  ....  GXZXDCDO 

10.  EmployMS  at  this  installation  have  an 

equal  chance  to  compete  for  promotions  ...  d)  CD  CD  CD  ^ 

1 1 .  The  information  I  get  through  official 

channels  is  usually  late .  (DCDCDCDO 

12.  Most  of  my  subordinates  like  working 

here . (DCDC3DCDCD 


13.  At  this  installation,  the  Suggestion 
Program  is  a  good  tool  for  improvirtg 

efficiency . d)^CDCDCD 

14.  The  Army's  Incentive  Awards  Program 
is  a  good  way  to  motivate  employee 

performance .  CDCDGDd>CD 

1 5  There  are  not  enough  people  in  my  work 

unit  to  get  the  job  dorte  effectively . CD  CD  CD  CD  CD 

1 6.  The  training  received  by  my  subordinates 
has  usually  resulted  in  improved  job 

performance . (l)CD<Dd>CD 

17.  I  find  my  work  challenging  .  (D®d)®CD 

1 8.  My  employees  have  good  ideas  about 

improving  work  ntethods  and  procedures ...  d)  ®  ®  ® 

1 9.  The  work  I  supervise  is  important  to 

the  mission  of  the  Army .  ®®d)00 

20.  It  is  easier  to  ignore  infractions  than 

to  take  necessary  corrective  action . CD  (D  d)  CD  CD 

21  Top  management  is  concerned  about 

civilian  employMS . 

22.  I  have  had  adequate  training  or 

preparation  to  be  a  supervisor .  (DGDCDCDCD 

23  EmployMS  in  this  organization  generally 

take  sick  leave  only  when  needed . d)CDCDCD0? 

24  I  am  able  to  get  my  subordinates  |ob- 

related  training  when  they  need  it  .  CD  d>  CD  (D  O 

25  Job  placements  and  promotions  are  often 

handled  unfairly  at  this  installation  CD  <D  CD  CD  ® 

26.  The  |obs  of  my  subordinates  are  graded 

properly  □3(X)0D0D^ 

27  All  in  all.  I  am  satisfied  with  my  job  OD  CD®  CD  CD 

28  It  IS  often  unclear  who  has  the  formal 
authority  to  make  decisions  m  this 

organization  ®®®®0D 


®  ®  ®®  ® 


®  Strongly 

®  niMgr— 

®  Neither  AgrM  Nor  OisagrM  — , 

®  Agree _ 

®  Strongly  Agree _ 

29.  I  fMl  frM  to  go  to  my  supervisor  with 

questions  or  problems  about  my  work  ...  ®  ®  ®  ®  ® 

30.  For  the  most  part.  I  am  satisfied  with 

my  chances  for  promotion . ®  X  ®  ®  ® 

31.  My  workload  allows  me  time  to  adequately 

guide  and  assist  my  subordinates . ®(3)®®® 

32.  At  this  installation,  there  is  a  good  working 
relationship  betwMn  civilian  and  military 

personnel .  . ®®®®® 


33.  My  work  unit  gets  adequate  support 
from  top  management . 


34.  My  subordinates  are  performing  the  major 
duties  described  in  their  job  descriptions. .  . 

35.  When  promotions  are  mads  at  this 
installation,  the  best  qualified  people 

are  usually  selected . 

36.  The  information  I  get  through  official 

channels  is  generally  accurate  . 


37.  The  organizational  structure  of  my  work 
unit  is  appropriate  considering  its 


38.  Top  management  actively  supports  the 
Equal  Employment  Opportunity  Program . 

39.  There  are  people  in  my  work  unit  whose 

job  performance  is  being  hurt  by  the 
use  of  alcohol  or  drugs . 


®  X  ®  ®  ® 


CD®®®® 


®  ®  ®  ®  ® 


®  ®  ®  ®  ® 


®  ®  ®  ®  ® 


®  ®  ®  ®  ® 


®  ®  ®  ®  ® 


40.  In  my  work  unit,  some  people  are  doing 
too  much  work  above  their  official 
grade  levels  . 


i 


41 .  In  my  work  unit,  some  people  are  doing 

too  much  work  below  their  official 
grade  levels . 

42.  On  the  whole,  the  Merit  Promotion  Program 
helps  me  hire  the  best  qualified  people  . . . 

43.  The  information  I  receive  on  the  status  of 

personnel  programs  from  the  Civilian 
Personnel  Office  is  helpful . 

44.  The  Civilian  Personnel  Office  has  a  good 

understanding  of  my  work  unit's 
operations  and  missions . 


®  X  ®  ®  ® 


®  ®  ®  ®  ® 


®  ®  ®  ®  ® 


45.  I  plan  to  remain  with  the  Army  until 
I  retire . 


46.  The  Civilian  Personnel  Office  refers 

candidates  for  vacancies  promptly . 

47.  All  in  all,  my  organization  is  well  run 

48.  My  superiors  have  a  good  understanding 

of  my  work  unit's  capabilities  and 
limitations  . 


49.  At  this  installation,  an  employee's  age  will 
not  s*fect  his  or  her  chances  for  promotion 

50.  At  this  installation,  women  get  preferential 

treatment  over  men  for  promotions . 

51 .  At  this  installation,  men  get  preferential 
treatment  over  women  for  promotions 


®  X  ®  X  ® 

®  X'  ®  £  ® 

®  X  ®  X  ® 
®  ®  ®  ®  ® 


®  ®  X 


®  -X  ®  ■  L'  ® 


®  X  ®  X  ® 


®  X  ®  X  ® 
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52. 


S3. 


54. 


55. 


56. 


57. 


58. 


59. 


60. 


61. 

62. 


G)  Strongly  Disagio* _ 

<2)  O’sagroo _ 

(S>  Nsitnor  Agroo  Nor  Oisagroo _ _ 

(D  Agraa _ 

(5)  Strongly  Agraa _ ,  I 


At  this  installation,  minority  amployeas 
gat  prafarantial  treatment  over  non¬ 
minority  amployeas  for  promotion  . 


(DG)<3)®  ^ 


At  this  installation,  nonminority  employ- 

aes  gat  preferential  treatment  over 

minority  employees  for  promotion . (1)(S)(X>(2)(D 

My  supervisor  keeps  me  informed  about 

matters  affecting  my  job  and  me . (D(2)(X)(2)(]D 

This  organization  suffers  from  too 

many  reorganizations . (1>®(3)(Z><S 

The  Civilian  Personnel  Office  treats 
people  courteously . 

I  often  feel  trapped  between  employees 

and  higher  management . (1)(2)C]}(230 

When  candidates  are  referred  to  my  work 

unit,  they  are  usually  welt  qualified . (I>(i)(2)(2)(D 

Most  of  the  people  who  work  for  me 

are  satisfied  with  their  jobs . dXSCSCZXD 

I  get  enough  information  to  do  my  job 

properly . (SCDCDOCO 

My  hands  are  tied  when  I  try  to  discipline 
employees  who  need  it . 

The  Civilian  Personnel  Office  keeps  super¬ 
visors  informed  about  important  changes 
in  personnel  rules  and  regulations . <1)G)G>CZ)0 


63.  Is  all  or  part  of  the  unit  you  supervise  represented  by  a 
labor  union? 


- O  Yes 

O  No  1 

_  >  Skip  to  item  64 

O  Don't  know  I 

If  yes.  please  answer  items  a  through  f.  Otherwise 
skip  to  item  64. 


CD  Strongly  Disagree _ 

CD  Disagree  ■ 

CD  Neither  Agree  Nor  Disagree _ _ 

CD  Agree _ 

(D  Strongly  Agree  . 


a.  Management  and  the  union  work  I  I  I  I  I 

cooperatively  on  mutual  problems  . (D  CD  (Z)  CD  (D 

b.  I  need  to  know  more  about  personnel 

policies  related  to  unions . OD^CDCD® 

c.  Supervisors'  views  are  considered  when 
top  management  negotiates  with  the 

union  . dXDCDCD® 

d.  I  have  a  good  working  relationship 

with  union  representatives . 

e.  I  need  more  training  in  union  relations  . .  ®  CD  CD  CD  O 

f.  The  Civilian  Personnel  Office  provides 
good  advice  to  supervisors  about 

dealing  with  unions . (DCDCDCDCD 


64.  Listed  below  ere  some  personnel  manegement 

responsibilities  of  supervisors.  How  much  suthority  do 
you  have  to  carry  out  these  responsibilities  properly? 
Mark  the  best  response  for  each. 


CD  Not  Part  of  My  Job _ 

CD  None  ___ 

®  Soma.  But  Not  Enough _ _ 

CD  All  I  Need _ ,  1 


a.  Assigning  work  to  subordinates . CD'  CD  D'  CD 

b.  Changing  job  descriptions . (D  CD  CD  CD 

c.  Selecting  or  recommending  selection 

of  employees . ®  CD  D  CD 

d.  Setting  standards  for  adequate  work 

performance . (ZCDXCD 

e.  Evaluating  work  performance .  X  CD  CD  CD 

f.  Nominating  employees  for  performance 

awards . CD  CD  CD  CD 

g.  Arranging  for  needed  training . XCDCDCD 

h.  Controlling  employee  absences . XCDCDCD 

i.  Approving  leave  requests . (XCDCDCD 

j.  Taking  disciplinary  action  when  needed  . .  X  (D  X  CD 

k.  Taking  action  to  improve  substandard 

performance  . X)  (3)  X  CD 

l.  Changing  the  organizational  structure 

of  my  work  unit . CD  X  CD 

m.  Getting  needed  supplies  and  equipment  ...  X  CD  X  CD 


65.  Please  rate  the  service  provided  by  your  Civilian  Personnel 
Office  in  each  of  the  following: 

CD  Don’t  Know _ 

CD  Very  Poor  _ 

CD  Poor _ 

CD  Borderline _ 

®  Good _ 

00  Very  Good _ , 


a.  Filling  jobs . CD  CD  X  CD  X  CD 

b.  Arranging  training .  D  CD  X  CD  .iC  X 

c.  Grading  jobs .  XCD  X  X  T  X 

d.  Advising  on  reorganizations  . CD  CD  X  CD  £  X 

e.  Handling  reduction-in-force . X  CD  X  CD  X  X 

f.  Assisting  in  planning  for  future 

staffing  needs .  X  CD  X'  CD  X  X 

g.  Counseling  employees .  X  X  i  X  X  X 

h.  Advising  on  disciplinary  matters  ...  X  CD  X  X  I  X 

i.  Administering  the  Performance 

Awards  Program .  X  X  A  X  i  X 
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1988  SUPPLEMENTAL  QUESTIONNAIRE 


DIRECTIONS:  The  foHowring  quMttora  coneam  th* 
■dministnitioii  of  tho  civilian  paraonnai  program. 

•  Continua  marking  as  praviously  instruetad  using 
tha  sealas  indicatad. 

•  Ratum  this  shaat  togathar  with  tha  previous  quas- 
tkmnaira  in  tha  anvalopa  provided. 


TO  BE  COMPLETED  BY  AU  EMPLOYEES.  Please  carefully 
complete  each  item  by  marking  your  answer  using  the  indicated 
scale. 

1 .  When  was  the  last  time  you  received  a  written  performance 


appraisal  on  your  current  job? 

Have  not  been  in  the  job  long  enough  to  be  rated  yet . O 

More  than  1 8  months  ago . O 

13-18  months  ago  . O 

Within  the  last  12  months . O 

Never  . O 


2.  Indicate  your  overall  degree  of  satisfaction  with  each 
of  the  following: 

CD  Very  Unsatisfactory 
CD  Unsatisfactory  ____ 
CD  Borderline 
CD  Satisfactory 


CD  Very  Satisfactory  . 
CD  Does  Not  Apply _ 


a.  Health  insurance . .CDCDCDCDCDO 

b  Life  insurance . .CDCDCD®CDCD 

c  Retirement  plan . .CDCDQDCDCDffi 

d  Annual  leave . .CD  G>  CD  CD  CD  CD 

e  Sick  leave . .CD  CD  CD  Q)  CD  O 

f  Pay . .CDCDCDCDCDCD 


3.  Indicate  the  degree  to  which  each  of  the  following  is. 
important  to  you: 


CD  Not  Important  at  All _ 

CD  Not  Very  Important _ 

CD  Neither  or  Borderline—^— 

CD  Somewhat  Important _ 

'DVery  Important _ | 

.CD  CD  ®  CD  CD 
CD  CD  CD  CD  CD 
CDCDDCDCD 
CDCDDCDCD 
ID  CD®  CD® 
CD  CD®  CD® 


a.  Health  insurance 
b  Life  insurance  . . 
c  Retirement  plan 
d.  Annual  leave  . . . 

e  Sick  leave . 

f  Pay . 


4.  Mark  the  phrase  which  best  describes  the  people  you 
work  with  on  a  daily  basis. 

All  military . 

Primarily  military . 

About  half  miLtary  and  half  civilian . 

Primarily  civilian  . 

All  civilian . 

■■oBooBHooHBooHooo 

DO  NOT  WRITE  IN  THIS  SHADED  AREA 


®  Strongly  Disagree _ 

®  Disagree  - 

®  Neither  Agree  nor  Disagree- 

®  Agree _ 

®  Strongly  Agree  — 


5.  I  would  probably  leave  my  current 
position  if  offered  e: 

a.  Position  in  another  type  of  work  at  the 

same  grade  or  pay . .®  ®  Ci-  ® 

b.  Position  in  another  federal  agency  in  the 

same  type  of  work  and  at  the  same  grade _ .®  ®  D  ® 

c.  Position  in  Army  or  another  agency  with 
more  growth  potential  in  the  same  type 

of  work  and  at  the  same  grade  . .®  A  ®  D  ® 

d.  Position  outside  of  government  in  the 

same  type  of  work  and  at  the  same  pay . .®  A  ®  ?  ® 

e.  Position  outside  of  government  in  the 

same  type  of  work  and  at  a  higher  pay . .®  ®  i  u^' 

6.  I  understand  how  the  performance 

appraisal  system  works . .®  *-  i  'D 

7.  I  helped  develop  my  performance  standards - ®  i  <D  I  CD 

8.  My  supervisor  helps  me  get  the  experience 

and  training  I  need .  ®  4  CD  ® 

9.  My  supervisor  and  I  discuss  my  training  and 

developnwnt  needs  at  least  once  yearly . ®  .4  vD  ^  ® 

10.  I  have  a  written  individual  development 

plan  (IDP)  . ®  r  ®  ?■  ® 

1 1 .  During  the  last  year.  I  got  the  training 

indicated  on  my  IDP . ®  f  OD  z  i 

12.  I  understand  what  my  organization's  mission  is. .®  -<  'S  z  -X- 

1 3.  The  work  I  do  supports  the  mission  of  my 

organization . ®  «  j)  z  J, 

1 4.  My  performance  standards  helped  me  under¬ 
stand  what  is  expected  of  me  on  my  job . X  .*  X  z  X 

15.  If  I  disagree  with  my  performance 

standards,  there  is  nothing  I  can  do  . ®  4  ®  z  CD 

16.  In  my  current  position,  my  career  would  be 

damaged  if  I  tried  something  new  and  failed  . . .  .CD  *  2-  ^  X 

17.  My  job  assignments  and  training  have 

prepared  me  for  further  advancement . CD  4  2  X 

1 8.  My  supervisor  has  a  strong  interest  in 

the  welfare  of  his/her  employees . CS;  *  S'  z  t 

1 9.  My  supervisor  is  competent  in  handling 

tha  technical  parts  of  his/her  job . *  -i’  2  v 

20.  My  supervisor  is  competent  in  handling 

the  people-skills  parts  of  his/her  job . X  *  X  2  .T 

21 .  My  supervisor  makes  decisions  which 

I  could  or  should  make . -3.'  «  Ci  2  j. 

22.  All  things  considered,  I  would  rather 

not  be  a  supervisor  . «  CX  2  T 

23.  If  I  perform  my  job  especially  well.  I 

will  receive  an  award  . X  *  S'  2  T 

24.  Receiving  a  medal  is  at  least  as  important 

to  me  as  receiving  a  cash  award . XC  ■»  X  2  T 

25.  Exercise  and  physical  fitness  are  important 

to  effective  job  performance . X  »  i  2  j 

26.  I  would  recommend  that  others  pursue 

a  career  with  the  Federal  government  . X  ’  X  2  i . 

27.  I  would  recommend  that  others  pursue 

a  career  with  the  Army . X  ••  X  2  T 
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CD  Strongly  Diaagroo _ 

CD  Oiaagroo  . . 

CX>  Noithof  Agroo  nor  Oiaagroo 
G)  Agroo 

G)  Strongly  Agroo _ 

ITEMS  28  THRU  37  ARE  ABOUT  THE 

ORGANIZATION  IN  WHICH  YOU  WORK. 

28.  I  would  recommond  that  othors  pursua 

a  caroor  with  this  organization . 

29.  Managament  is  compotsnt . 

30.  Work  groups  cooperate  with  each  other  . 

31 .  Management  treats  employees  with 

respect  and  consideration . 

32.  Management  makes  timely  decisions  . . . 

33.  There  is  a  sense  of  team  spirit,  of  family. 

34.  Management  rewards  employees  who 

show  initiative  and  innovation . 

35.  Management  listens  to  employees  at 

my  level . 

36.  Management  keeps  employees  informed 

37.  Civilians  are  made  to  feel  that  they  are 
an  important  part  of  the  Army  team  .... 


TO  BE  COMPLETED  BY  SUPERVISORS 
ONLY.  If  you  are  not  a  supervisor,  please 
go  to  question  54. 


38.  I  consider  organizational  goals  and 
objectives  when  developing  performance 

standards  for  my  employees . <D  CD  CD  (2>  CD 

39.  My  employees  participate  in  developing 

performance  standards  for  their  jobs . CD  CD  CD  CD  (D 

40.  I  discuss  performance  standards  with 
my  employees  at  the  beginning  of  their 

rating  periods . .®  CD  CD  CD  O 

41 .  I  counsel  employees  immediately  when 

they  perform  poorly . ®  CD  CD  CD 

42.  There  is  not  enough  time  to  carry  out  my 

performance  management  responsibilities . CD  CD  CD  CD  CD 

43.  I  try  to  get  the  jobs  of  my  subordinates 

graded  as  high  as  possible  . .CD  CD  CD  'ID  CD 

44.  I  try  to  get  the  jobs  of  my  subordinates 
graded  in  line  with  comparable  jobs  at 

this  or  other  installations . CD  CD  CD  C2)  CD 

45.  I  try  to  make  sure  my  subordinates'  job 
descriptions  contain  the  key  phrases  needed 

to  get  the  highest  grade  possible . .CD  CD  CD  CD  CD 

46.  I  try  to  get  the  jobs  of  my  subordinates 
graded  in  conformance  with  classification 

standards . .CD  vD  CD  CD  CD 

47.  I  make  sure  my  subordinates'  job  descriptions 

reflect  current  work  assignments . CD  D'  CD  X  CD 

48.  Job  descriptions  are  the  responsibility 

of  the  personnel  office . CD  .i  <D  i'  CD 

49.  The  paperwork  and  approval  process 
make  it  too  difficult  to  get  official 

recognition  for  an  employee . CD  CD  X'  CD 
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50.  How  many  Army  civilians  do  you  suporviaa  diractty 
(i.a..  suparvisa  as  a  first-lina  suparvisor)? 

O  None  08  thru  10  C  21  thru  25 

O  1  or  2  Oil  thru  15  026  or  more 

C  3  thru  7  016  thru  20 

51 .  How  many  active  duty  Army  military  ntambars  do  you 
suparviso  diractly  (i.a.,  supervise  as  a  tirstJiM  supervisor)? 

O  None  O  8  thru  10  0  21  thru  25 

O  1  or  2  011  thru  1 5  O  26  or  more 

O  3  thru  7  0  16  thru  20 

52.  Ara  you  an  active  duty  Army  military  member? 

O  Yes  —  Continue  with  Item  53 

O  No  —  Skip  to  item  54 

53.  What  is  your  rank? 

O01,  02,  03 
O  04.  05.  06 
O  W01.  W02.  W03.  W04 

FAMILY  MEMBER  EMPLOYMENT  PROGRAM  TO  BE 
COMPLETED  BY  ALL  EMPLOYEES. 

54.  Are  you  married? 

O  Yes  O  No 

55.  Have  you  had  a  permanent  change  of  station  (PCS) 
move  within  the  last  24  months? 

O  NO 

O  YES.  moved  within  CONUS 
O  YES,  moved  from  OCONUS  to  CONUS 
O  YES,  moved  from  CONUS  to  OCONUS 
O  YES.  moved  withm  OCONUS 

If  you  are  married,  please  answer  questions  56  and  57. 

If  you  are  not  married,  skip  to  the  bottom  of  the  page. 

56.  Mark  the  phrase  which  describes  your  spouse's  current 
employment  status. 

O  Works  for  Army  as  a  civilian  employee 
C  Works  for  another  Federal  agency  as  a  civilian  employee 
O  Is  an  active  duty  Army  military  member 
O  Is  an  active  duty  member  of  the  Armed  Forces  n  e  .  Navy 
Air  Force.  Marine  Corps,  or  Coast  Guardi 

O  Works  for  another  organization  le  g  private  industry) 

O  Is  not  employed  but  .seeking  work 

O  Is  not  employed  outside  the  home  and  not  seeking  outside  work 

57.  If  you  had  a  PCS  move  within  the  past  24  months,  were 
you  or  your  spouse  provided  family  employment 
assistance  information? 

O  Not  applicable 
O  NO.  did  not  seek  information 
O  NO.  requested  but  did  not  receive  information 
3  YES.  received  information  before  departure  f'om  my  last 
duty  location 

2  YES  received  information  about  my  current  duty  location 
after  I  arrived  at  this  location 

n  Do  not  know  or  remember 


.G)  GD  G>  <D  ® 
.<D  CD  CD  (X>  O 
.CD  <D  OD  CD  CD 


.CD  CD  CD  CD  CD 
.<D  CD  CD  CD  ® 
.  CD  (D®  CD  CD 


.®  <D  ®  ®  CD 


.®  CD  ®  ®  ® 
.®  <D  ®  ®  ® 


.CD  G)  ®  CD  Q) 


C  E-4.  E-5.  E-6 
C  E-7.  E-8,  E-9 


THANK  YOU  FOR  YOUR  COOPERATION. 


Appendix  B 

Results  of  Factor  Analyses 


Tabic  E-A 


Rotctad  Factor  Laadlagi  of  Itaao  InmlvlRg  Giplojfoai/NnagHMrt  bolatlothlpa,  Laadartb^; 
EMtluatlon  of  Unit  Porfononoo.  and  WannaHMn  Cnna  and  Conoom  for  Elivkaioos 
(Bi^laanM  Quostlonnalre) 


Item 

No. 

Abbreviated  Item  Content 

A-1 

Factor** 

A-II  A-III 

sqe 

Supervisor  helps  get  no  tmg  and  exp.  I  need 

57 

31 

46 

SQ9 

Supv  &  I  discuss  tmg/dev  needs  once  year 

49 

25 

54 

sqio 

I  have  a  written  lOP 

15 

18 

71 

son 

Got  training  Indicated  on  lOP  over  last  year 

18 

24 

70 

sqi8 

Supv  Interest  In  employee  welfare 

76 

32 

24 

SQ19 

Supv  Is  technically  competent 

70 

27 

15 

SQ20 

Supv  competent  In  people  skills 

77 

31 

18 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

22 

13 

05 

SQ29 

Management  is  competent 

32 

75 

13 

SQ31 

Ngmt  treats  enpl  w/respect 

32 

78 

16 

sq32 

Management  makes  timely  decisions 

24 

75 

15 

SQ35 

Mgnt  listens  to  empl  at  ayy  level 

32 

73 

18 

SQ36 

Management  keeps  employees  informed 

29 

74 

21 

E16 

Informed  about  changes  that  affect  me 

38 

44 

22 

E29 

My  unit  Is  efficiently  organized 

44 

45 

17 

E36 

My  work 'group  Is  well  run 

55 

43 

14 

E40 

Supv  outlined  B<y  goals/priorities 

66 

32 

22 

E41 

Supv  hard  to  talk  to* 

69 

22 

13 

E42 

Supv  would  take  necessary  correc  action 

53 

28 

13 

E43 

Supv  lets  me  know  how  I  am  doing 

67 

28 

24 

E44 

Supv  encourages  ideas/suggestions 

73 

27 

19 

E47 

I  have  a  good  supervisor 

86 

25 

12 

E48 

Supv  gives  me  support  I  need 

84 

28 

15 

E56 

Mgmt  concerned  with  civilian  empl 

20 

63 

19 

E63 

Can  get  help  for  drug/alco  prob  here 

12 

21 

06 

*  Item  was  reflected 
**  Oecinal  points  omitted 


B-1 


Tabi*  E-B 


Routed  Factor  Loadlngi  of  Itaao  Imelvliq  Rarforuwca  A^pralial.  FroaottoK.  CrloMawas.  and 
DlacrMnatlon  (Elplosno  f|iiest1oaDa1re) 


- - - Ticgr»- 

Itan 


No. 

Abbreviated  Iten  Content 

B-1 

B-II 

B-III 

B-IV 

SQl 

Last  written  perf  appraisal  reed 

-04 

-01 

-05 

10 

SQ6 

Understand  how  perf  appraisal  system  works 

15 

19 

06 

35 

SQ7 

Helped  deve)  ny  performance  sUndards 

16 

21 

04 

37 

sqi4 

Perf  std  help  me  undersUnd  expecUtions 

24 

21 

12 

60 

SQ23 

I  reve  an  award  if  perf  especially  well 

22 

73 

15 

19 

SQ24 

Nedal  as  i^mrUnt  as  cash  award 

07 

-01 

06 

06 

SQ34 

Hgnt  rewards  innovative  e^>1 

37 

66 

19 

18 

E6 

Perf  appraisal  helpful  to  me 

23 

42 

15 

41 

Ell 

I  am  satisfied  with  chances  for  promotions 

30 

23 

57 

12 

EIS 

Recognized  when  I  do  good  Job 

23 

62 

18 

28 

E19 

I  understand  what  is  expected  of  me 

16 

12 

10 

50 

E35 

Awards  encourage  good  work 

13 

05 

03 

19 

E50 

Fair  consideration  of  grievances 

69 

14 

03 

17 

ESI 

Filing  grievance  held  against  me* 

51 

23 

07 

15 

E53 

Can  get  info  on  Jobs/prom  opportunities 

42 

13 

23 

21 

E54 

Equal  chances  to  cooiwte  for  promo 

62 

24 

43 

10 

ESS 

Best  qual  selected  for  proaotions 

60 

32 

35 

08 

ESS 

Top  management  supports  EEO 

60 

20 

08 

13 

E62 

Fair  consideration  to  discr  coaplaint 

74 

20 

07 

14 

ESS 

Awards  go  to  deserving  people 

45 

57 

18 

12 

E67 

Age  will  not  affect  prom  chances 

47 

14 

20 

15 

ESS 

Momen  get  pref  treatment  in  pnxH* 

08 

04 

07 

09 

CS9 

Hen  get  pref  treatoent  in  prom* 

20 

04 

11 

03 

E70 

Minorities  get  pref  treatment  in  prom* 

09 

04 

11 

07 

E71 

Non-minorities  pref  treatment  in  prom* 

18 

06 

-01 

03 

E73 

Mgmt  intrsd  in  oppt.  for  fem/mi nor 1 ties 

46 

17 

16 

08 

E7S 

Promotion  system  is  unfair* 

42 

22 

50 

08 

E7S 

Lack  of  higher  level  vacancies* 

01 

05 

23 

01 

E77 

I  need  additional  training/experience 

00 

01 

03 

21 

E79A 

Fairness  re:  Promotions 

33 

29 

57 

07 

E79S 

Fairness  re:  Training 

24 

32 

31 

22 

C79C 

Fairness  re:  Awards 

18 

68 

19 

13 

E790 

Fairness  re:  Discipline 

21 

22 

12 

17 

E79E 

Fairness  re:  Grievances/Appeals 

43 

21 

13 

IS 

(Continued) 

*  Item  was  reflected 
**  Decimal  points  omitted 


iJ-2 


Table  E-B  (Omtinuad) 


Rotated  Factor  Loadings  of  Itns  Inmlvlng  Rertanmce  Rgpralsal.  FraBttans.  Grlamnoas.  and 
Dlscrlarinatlon  (Ei^lo^  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

B-V 

B-VI 

FacW*^ 

B-VII 

B-VIII 

SQl 

Last  written  perf  appraisal  recvd 

03 

00 

01 

00 

S(]6 

Understand  how  perf  appraisal  system  works 

10 

02 

02 

02 

SQ7 

Helped  devel  my  perforeance  standards 

01 

02 

-02 

04 

sqi4 

Perf  std  help  me  understand  expectattots 

-01 

-05 

02 

01 

SQ23 

I  rcve  an  award  If  perf  especially  well 

09 

00 

00 

03 

SQ24 

Nedal  as  Important  as  cash  award 

-09 

-07 

03 

00 

SQ34 

Ngmt  rewards  Innovative  espl 

10 

00 

00 

02 

E6 

Perf  appraisal  helpful  to  me 

11 

00 

03 

-01 

Ell 

I  am  satisfied  with  chances  for  promotions 

05 

04 

-02 

-01 

E15 

Recognl2ed  when  I  do  good  Job 

IS 

01 

01 

03 

E19 

I  understand  what  1$  expected  of  me 

05 

00 

00 

06 

E35 

Awards  encourage  good  work 

-01 

03 

09 

-04 

ESO 

Fair  consideration  of  grievances 

14 

-04 

03 

01 

E51 

Filing  grievance  held  against  me* 

11 

-06 

07 

12 

E53 

Can  get  Info  on  Jobs/prom  opportunities 

10 

-01 

02 

-02 

E54 

Equal  chances  to  compete  for  promo 

01 

00 

03 

-02 

ESS 

Best  qual  selected  for  promotions 

01 

00 

08 

00 

ESS 

Top  management  supports  EEO 

15 

16 

-02 

09 

E62 

Fair  consideration  to  discr  conplalnt 

16 

04 

02 

04 

ESS 

Awards  go  to  deserving  people 

06 

00 

04 

03 

E67 

Age  will  not  affect  prom  chances 

04 

00 

07 

15 

ESS 

Women  get  pref  treatment  In  prom* 

05 

-04 

77 

-16 

ES9 

Hen  get  pref  treatment  In  prom* 

01 

12 

-22 

72 

E70 

Hinorltles  get  pref  treatment  In  prom* 

-03 

-6S 

41 

27 

E71 

Non-minorities  pref  treatment  In  prom* 

06 

76 

13 

26 

E73 

Ngmt  Intrsd  In  oppt.  for  fem/mlnorltles 

09 

25 

-27 

19 

E75 

Promotion  system  Is  unfair* 

12 

06 

11 

07 

E7S 

Lack  of  higher  level  vacancies* 

03 

-09 

01 

07 

E77 

I  need  additional  training/experience 

07 

-05 

02 

18 

E79A 

Fairness  re:  Promotions 

37 

12 

07 

-01 

E79B 

Fairness  re:  Training 

41 

03 

05 

06 

E79C 

Fairness  re:  Awards 

37 

06 

05 

05 

E790 

Fairness  re:  Discipline 

61 

03 

03 

06 

E79E 

Fairness  re:  Grievances/Appeals 

66 

03 

02 

01 

*  Item  was  reflected 
**  Oeclnal  points  omitted 


B-3 


Table  E-C 


Itotatwl  Factor  LoadloBS  of  Itaaa  IomIvIm  Itotaiittaii/Cvaar  Plaoi;  Job  Satfstetka;  JBb  bportaaoa 
Skill  Utilization  (k^lflyoo  Quastlomalr^ 


Itaai. 

No. 

Abbrovlatad  Item  Content 

C-1 

C-II 

C-III 

C-IV 

c-y 

C-VI 

E66 

I  plan  to  remain  with  Amy  till  retire 

11 

28 

13 

24 

13 

-08 

E3 

I  nave  good  Job  security 

08 

20 

-02 

15 

06 

-16 

E17 

Freq  think  about  quitting  my  Job* 

18 

45 

02 

28 

06 

-25 

E24 

Pleased  with/  career  prog  In  Amy 

13 

50 

-01 

27 

09 

-06 

ES7 

Do  not  feel  loyalty  to  m/  organization* 

14 

34 

02 

24 

09 

-17 

SQSA 

Leave  current  Job  for  other  work 

-09 

-31 

04 

-05 

00 

65 

SQ5B 

Leave  current  ^  for  other  agency 

Leave  current  Job  for  more  growth  pot 

-09 

-11 

-01 

-07 

-02 

82 

SQSC 

-10 

-17 

02 

-04 

-01 

52 

SQSD 

Leave  current  Job  for  outside  govt 

-08 

-11 

-05 

-12 

-02 

46 

»)5E 

Leave  Job  for  outside  gov  at  mom  pay 

-13 

-14 

-05 

-15 

-07 

16 

SQ26 

Recoamd  a  career  w/Federal  Govenaent 

17 

22 

06 

77 

02 

-06 

sq27 

Recoand  a  career  w/  the  Army 

12 

18 

04 

69 

02 

-04 

S()28 

Recomel  a  career  In  this  tnrganlzatlon 

22 

36 

01 

57 

04 

-20 

E2 

All  In  all,  I  am  satisfied  with  Job 

22 

67 

02 

18 

03 

-21 

E78A 

Satisfaction  m:  eating  facilities 

50 

09 

01 

10 

05 

-01 

E788 

Satisfaction  re:  parking  facilities 

40 

06 

01 

00 

10 

00 

E78C 

Satisfaction  re:  transportation 

27 

08 

04 

08 

07 

00 

E780 

Satisfaction  re:  supplies 

37 

11 

00 

08 

05 

-07 

E78E 

Satisfaction  re:  tools/equipment 

39 

09 

01 

08 

06 

-08 

E78F 

Satisfaction  re:  restrooms 

62 

08 

-01 

04 

05 

-03 

E78G 

Satisfaction  re:  ventilation 

64 

08 

-03 

09 

02 

-04 

E78H 

Satisfaction  re:  air  conditioning 

48 

05 

00 

05 

03 

-06 

E78I 

Satisfaction  re:  heating 

55 

07 

00 

02 

03 

-05 

E78J 

Satisfaction  re:  lighting 

Satisfaction  re:  size  of  wrk  area 

57 

06 

00 

02 

02 

-06 

E78K 

57 

03 

02 

04 

04 

-04 

E78L 

Satisfaction  re:  sanitation 

71 

08 

00 

06 

-01 

-08 

E78H 

Satisfaction  re:  health  services 

52 

10 

-01 

06 

04 

-07 

E78N 

Satisfaction  re:  wrk  conditions 

79 

15 

01 

10 

05 

-13 

SQ2A 

Satisfaction  with  health  Insurance 

14 

04 

02 

13 

14 

-02 

sq2B 

Satisfaction  with  life  Insurance 

09 

02 

04 

04 

32 

-02 

SQ2C 

Satisfaction  w/  retirement  plan 

15 

05 

04 

12 

42 

01 

SQ20 

Satisfaction  w/  annual  leave 

11 

06 

04 

-02 

86 

-03 

SQ2E 

Satisfaction  with  sick  leave 

14 

08 

01 

02 

84 

-03 

SQ2F 

Satisfaction  with  pay 

24 

20 

01 

26 

34 

08 

SQ3A 

Importance  of  health  insurance 

00 

02 

40 

04 

15 

01 

SQ3B 

Important  of  life  Insurance 

07 

06 

46 

16 

07 

02 

SQ3C 

Importance  of  retirement  plan 

02 

06 

53 

03 

09 

05 

SQ30 

Importance  of  annual  leave 

-01 

04 

80 

01 

-07 

-02 

SQ3E 

Important  of  sick  leave 

03 

05 

81 

02 

-03 

-01 

SQ3F 

Importance  of  pay 

-03 

00 

53 

-04 

00 

-01 

E8 

I  do  a  lot  of  unnecessary  work* 

22 

27 

03 

17 

01 

-19 

E23 

The  work  I  do  Is  Important 

06 

45 

12 

06 

02 

01 

E52 

Org  makes  Important  contribution 

08 

23 

08 

08 

06 

-01 

sqi3 

Mork  I  do  supports  my  org  mission 

03 

21 

06 

04 

03 

-02 

El 

Job  makes  good  use  of  my  abilities 

IS 

69 

03 

06 

03 

-12 

E20 

I  find  my  work  challenging 

11 

76 

02 

07 

05 

-08 

E5 

I  am  able  to  get  the  trng  I  need 

17 

22 

-01 

11 

03 

-12 

E14 

Have  skills  I  need  to  do  Job  well 

06 

-02 

-01 

00 

-01 

-03 

E18 

Trng  reevd  Is  helpful  In  doing  work 

12 

30 

07 

17 

07 

-05 

E22 

I  am  often  bored  with  my  Job* 

12 

66 

03 

09 

03 

-12 

E28 

Often  too  little  wrk  to  keep  busy* 

-02 

35 

09 

-04 

00 

-02 

SQ22 

I  would  rather  not  be  a  supervisor* 

03 

-04 

-04  09 

(Continued) 

-02 

-02 

*  Item  was  reflected. 

**  Decinal  points  omitted. 


B-4 


TA1«  E-C  (Owtlmad) 

Rotatad  Factor  Loadllags  of  Itaoa  IUMlvIag  Ratantton/Caroar  Plaaa;  Job  Satlsfacttaa;  Job  bportaaoa; 
Skill  (Ititintfoo  (G^kam  Qaasttaaaair^ 


Item. 

No. 

Abbreviated  Item  Content 

C-VII 

C-VII! 

C-IX  C-X 

C-XI 

C-XI  I 

E66 

I  plan  to  remain  with  Any  till  retire 

-07 

11 

-28 

01 

07 

-05 

E3 

1  have  good  Job  security 

09 

-02 

-04 

13 

22 

12 

E17 

Freq  think  about  quitting  ay  job* 

-01 

00 

-18 

02 

17 

-02 

E24 

Pleased  with/  career  prog  In  Anqy 

07 

-12 

-09 

02 

23 

04 

E57 

Do  not  feel  loyalty  to  ay  organization* 

-01 

25 

-06 

06 

14 

00 

SQ5A 

Leave  current  job  for  other  work 

02 

-10 

01 

-03 

-05 

-06 

SQ5B 

Leave  current  Job  for  other  agency 

-03 

-10 

06 

-04 

-07 

00 

SQ5C 

Leave  current  j<d)  for  more  growth  pot 

-02 

11 

17 

-04 

-08 

-01 

SQSO 

Leave  current  job  for  outside  govt 

-01 

-11 

53 

-04 

-04 

-04 

SQ5E 

Leave  Job  for  outside  gov  at  more  pay 

-02 

05 

78 

-02 

-05 

-01 

SQ26 

Recooiad  a  career  w/Federal  Government 

12 

16 

-13 

04 

06 

03 

SQ27 

Recoaad  a  career  w/  the  Army 

07 

17 

-09 

05 

05 

04 

SQ28 

Recoaad  a  career  In  this  organization 

06 

11 

-04 

09 

20 

02 

E2 

All  In  all,  I  am  satisfied  with  job 

05 

01 

-04 

01 

24 

-01 

E78A 

Satisfaction  re:  eating  facilities 

05 

00 

-03 

04 

02 

-06 

E7eB 

Satisfaction  re:  parking  facilities 

02 

-01 

-07 

04 

02 

-02 

E78C 

Satisfaction  re:  transportation 

07 

-02 

-03 

09 

06 

-02 

E7ao 

Satisfaction  re:  supplies 

01 

01 

-03 

72 

12 

02 

E78E 

Satisfaction  re:  tools/equlpaent 

01 

03 

-02 

70 

16 

03 

E78F 

Satisfaction  re:  restrooms 

01 

05 

01 

07 

01 

07 

E78G 

Satisfaction  re:  ventilation 

03 

07 

03 

02 

01 

32 

E78H 

Satisfaction  re:  air  conditioning 

-02 

04 

00 

03 

00 

64 

E78I 

Satisfaction  re:  heating 

02 

05 

-03 

02 

01 

59 

E78J 

Satisfaction  re:  lighting 

05 

07 

-01 

06 

07 

30 

E78K 

Satisfaction  re:  size  of  wrk  area 

09 

-01 

-06 

01 

08 

05 

E78L 

Satisfaction  re:  sanitation 

00 

09 

00 

04 

06 

-01 

E78N 

Satisfaction  re:  health  services 

02 

06 

-03 

08 

06 

-01 

E78N 

Satisfaction  re:  wrk  conditions 

04 

07 

-02 

10 

09 

10 

Sq2A 

Satisfaction  with  health  Insurance 

59 

05 

-02 

00 

05 

00 

sq2B 

Satisfaction  with  life  Insurance 

56 

05 

01 

01 

02 

00 

sq2C 

Satisfaction  w/  retirement  plan 

38 

-02 

-04 

04 

06 

04 

SQ2D 

Satisfaction  w/  annual  leave 

10 

04 

-04 

04 

02 

01 

SQ2E 

Satisfaction  with  sick  leave 

11 

04 

-02 

04 

01 

02 

SQ2F 

Satisfaction  with  pay 

27 

-17 

-11 

-01 

11 

-04 

SQ3A 

Importance  of  health  Insurance 

42 

-06 

-02 

-01 

-03 

00 

SQ3B 

Importance  of  life  Insurance 

-30 

04 

-05 

-01 

-03 

-0? 

SQ3C 

Importance  of  retirement  plan 

-20 

04 

-10 

01 

00 

-ill 

sq30 

Importance  of  annual  leave 

19 

-01 

01 

00 

04 

-01 

SQ3E 

Importance  of  sick  leave 

13 

-03 

00 

00 

04 

-03 

SQ3F 

Importance  of  pay 

03 

07 

02 

01 

-02 

04 

E8 

I  do  a  lot  of  unnecessary  work* 

03 

05 

-06 

06 

18 

06 

E23 

The  work  I  do  Is  Important 

00 

46 

-06 

-01 

00 

-01 

E52 

Org  makes  Important  contribution 

05 

52 

-03 

03 

10 

-01 

SQ13 

Work  I  do  supports  ay  org  mission 

05 

55 

-05 

00 

11 

02 

El 

Job  makes  good  use  of  my  abilities 

04 

05 

-01 

01 

18 

01 

£20 

I  find  iqy  work  challenging 

-02 

12 

-01 

04 

00 

02 

E5 

I  am  able  to  get  the  trng  I  need 

03 

02 

-03 

12 

61 

02 

E14 

Have  skills  I  need  to  do  job  well 

06 

21 

-03 

01 

32 

-02 

E18 

Trng  recvd  Is  helpful  In  doing  work 

02 

07 

-03 

13 

39 

01 

E22 

I  am  often  bored  with  tmy  Job* 

00 

14 

-06 

05 

-06 

05 

E28 

Often  too  little  wrk  to  keep  busy* 

01 

23 

-03 

05 

-13 

01 

SQ22 

I  would  rather  not  be  a  supervisor 

-01 

28 

05 

00 

00 

03 

*  Item  was  reflected. 

**  Declnel  points  omitted. 


B-5 


Table  E-0 


Rotated  Factor  Loadings  of  Itons  Involving  Lack  of  t^vrlars  to  Effoctivo  Rarfonwwe; 
Organizational  Cllnatn.  Nllltary/CIvlllan  Relatlottuilps  (Etplogee  Onestlonmlre) 


Item 

No. 

Abbreviated  Item  Content 

D-1 

Factor** 

D-II  D-III 

0-IV 

E4 

Do  not  get  Info  to  do  Job  properly* 

25 

46 

15 

-06 

E9 

Not  enough  freedom  to  do  Job  efficiently 

22 

54 

25 

04 

ElO 

Too  much  work  to  do  a  good  Job* 

07 

62 

07 

13 

E13 

Mork  suffers  due  to  Interruptions* 

15 

66 

05 

11 

E21 

Not  enough  training  to  do  Job  well* 

14 

34 

15 

-03 

E37 

Lack  of  organization  makes  productivity  suffer* 

45 

41 

14 

-10 

sqis 

Can  do  nothing  If  disagree  w/perf  std* 

25 

18 

53 

-09 

SQI6 

Career  damaged  If  try  and  fall  something  new* 

10 

18 

55 

-01 

E33 

There  are  unsafe  conditions/practices* 

33 

23 

16 

-09 

E39 

People  In  unit  work  well  together 

58 

14 

07 

-08 

E61 

Ny  organization  good  place  to  work 

55 

25 

21 

05 

SQ30 

Work  groups  cooperate  w/each  other 

72 

18 

08 

00 

SQ33 

Sense  of  team  spirit,  family 

80 

17 

15 

-01 

E64 

Good  relations  btwn  mil  &  civilians  here 

48 

13 

11 

38 

SQ4 

Type  of  people  dally  work  with 

03 

02 

-05 

28 

SQ37 

Civilians  made  to  feel  Inportant 

60 

16 

25 

39 

*  Item  was  reflected 
**  Decimal  points  omitted 


B-o 


Tafal*  E-E 


Itotitad  Factor  LoadtaiB  of  Itaa  iMSIvfiig  EMhatlw  of  ao  Sarvlcw. 
SalactiM  QMlity.  aiii  Fractloas  (Baplnyaa  QMattaMitr*) 


Itoai 

No.  Abbreviated  Iteai  Content  E-t 


ES9  CPO  treats  people  courteously  73 
E49  CPO  infoTK  eap)  on  pers  policy  digs  64 
E72  Can  get  help  or  info  froai  CPO  78 
E38  New  aapl  are  usually  uell  qualified  26 


**  Deciml  points  oaitted 


B-7 


Table  E<f 


Ratatad  Factor  Loailan  of  Itaao  lawlvliig  Oadtarataarffiig  Job  Nr— tori? 
Ebplog—  Nrfon— w  (Bq>1eataa  Qaestlo— Ira) 


Itea 

tio. 

Abbreviated  Itea  Content 

-  Ricibf”"- 

F-l  F-II 

E12 

I  understand  hOM  ay  job  grade  set 

09 

43 

SQ12 

I  understand  iv  organizations  alsslon 

12 

32 

sqi7 

Assgnaents  &  trng  prep  aa  for  advanceaant 

15 

54 

E30 

Eia>1  take  sick  leave  only  as  needed 

66 

14 

E32 

People  Mhose  perf  hurt  by  drugs/alco* 

36 

09 

E31 

New  eapi  get  engh  trng  to  do  Job 

36 

43 

E34 

Those  I  Mork  w/do  a  good  job 

44 

24 

*  Iten  Mas  reflected 
**  Oecloal  points  oaltted 


B-C 


Table  i-C 


Rotatwl  Factor  Loadtivi  of  Itaaa  Involving  Available  Facilities  (Biplcaiee  Qnastlonnalre) 


Itee 

No. 

Abbreviated  Itaa  Content 

O-I 

O-II 

E78A 

Satisfaction  re:  eating  facilities 

46 

15 

E78F 

Satisfaction  re:  restrooos 

57 

28 

E786 

Satisfaction  re:  ventilation 

48 

55 

E78H 

Satisfaction  re:  air  conditioning 

21 

79 

E78I 

Satisfaction  re:  heating 

30 

76 

E78J 

Satisfaction  re:  lighting 

43 

48 

E78K 

Satisfaction  re:  size  of  work  area 

50 

27 

E78L 

Satisfaction  re:  sanitation 

70 

25 

E78N 

Satisfaction  re:  health  services 

52 

18 

E78N 

Satisfaction  re:  work  conditions 

75 

38 

**  Decinal  points  onitted 


B-9 


Table  E-N 


Rotated  Factor  Loadings  of  Itees  Involving  Retentlon/Camor  Plans;  Job  Satisfaction; 
Skill  Utl Illation  (Enployee  Questionnaire) 


Iten 

■MB 

No. 

Abbreviated  Iten  Content 

H-I 

H-III 

H-IV 

E66 

I  plan  to  renatn  with  Anay  till  retlrenant 

20 

15 

28 

15 

E16 

Infomad  about  digs  that  affect  na 

12 

41 

39 

03 

E3 

sq2i 

I  have  good  Job  security 

Supv  nakes  decisions  I  (sh)could  nake* 

15 

04 

13 

34 

32 

02 

02 

03 

E78C 

Satisfaction  re:  transportation 

19 

12 

16 

02 

E63 

Can  get  help  for  drug/alco  prob  here 

10 

15 

27 

07 

SQ2C 

Satisfaction  with  retlrenant  plan 

50 

02 

14 

01 

sq2F 

Satisfaction  with  pay 

71 

16 

03 

00 

E8 

I  do  a  lot  of  unnecessary  work* 

10 

58 

17 

02 

E14 

Have  skills  I  need  to  do  Job  well 

01 

01 

25 

-01 

E18 

Trng  recvd  Is  helpful  In  doing  work 

17 

26 

42 

05 

E28 

Often  too  little  work  to  keep  busy* 

•02 

06 

08 

71 

SQ22 

I  would  rather  not  be  a  supervisor* 

-09 

-02 

12 

04 

*  Iten  was  reflected. 

**  Oecinal  points  onitted. 


B-IU 


Td»)e  E-1 


Rotatad  Factor  Loadings  of  Itam  Inwolvlng  Rotantlaa/Caroor  Plans;  Job  Satisfaction;  Ebploatno/NHiaganHit 
Relatlomliigs:  EYaluatlon  of  Milt  Performon;  NuagaMit  Cm  and  Conoam  fdr  Edpliqfws 
(Ebployeo  Questionnaire) 

- -  -  - ractSFW  - -  - 


No. 

Abbreviated  Iten  Content 

I-I 

I-II 

I-III 

l.IV 

I-V 

I-VI 

I-VII 

I-VIII 

E14 

Have  skills  I  need  to  do  Job  Nell 

06 

05 

-02 

01 

00 

01 

01 

-03 

E18 

Tmg  recvd  Is  helpful  In  doing  Mork 

25 

11 

23 

15 

09 

07 

14 

-03 

E22 

I  an  often  bored  with  wv  Job* 

19 

12 

62 

08 

02 

03 

09 

-12 

E28 

Often  too  little  uork  to  keep  busy 

07 

-02 

34 

01 

01 

11 

-04 

-02 

SQ22 

I  would  rather  not  be  a  supervisor 

01 

04 

-04 

04 

-03 

-03 

07 

-01 

E16 

Infomed  about  chgs  that  affect  ne 

48 

18 

14 

29 

04 

01 

06 

-06 

SQIO 

I  have  a  written  lOP 

29 

03 

13 

11 

02 

-03 

05 

-02 

SQll 

Got  trng  Indicated  on  lOP  over  last  yr 

33 

11 

11 

14 

00 

00 

06 

-05 

SQ29 

Nanagenent  Is  coepetent 

48 

20 

15 

57 

05 

00 

20 

-09 

SQ32 

N^Mt  nakes  tinely  decisions 

40 

20 

13 

60 

04 

03 

14 

-10 

SQ36 

Ngnnt  keeps  e^iloyees  Infomed 

47 

21 

14 

60 

07 

00 

09 

-06 

SQ6 

Supv  helps  get  ne  trng  &  exp  I  need 

68 

10 

12 

12 

05 

01 

05 

-08 

SQ9 

Supv  &  I  discuss  trng/dev  n^s  once  r 

60 

09 

11 

11 

05 

00 

05 

-05 

SQ19 

Supv  Is  technically  conpetent 

75 

06 

04 

09 

03 

00 

05 

-06 

SQ20 

Supv  conpetent  In  people  skills 

83 

10 

06 

10 

03 

01 

10 

-07 

SQ21 

Supv  nakes  decisions  I  (sh)could  nake* 

26 

03 

07 

05 

03 

02 

00 

-12 

E40 

Supv  outlined  aiy  goals/^lorltles 

72 

13 

13 

10 

01 

04 

06 

-04 

E41 

Supv  hard  to  talk  to* 

72 

10 

10 

02 

03 

01 

04 

-09 

E42 

Supv  would  take  necessary  correc  action 

59 

12 

10 

10 

-02 

02 

05 

-03 

E43 

Supv  lets  ne  know  how  I  an  doing 

73 

13 

11 

09 

03 

01 

03 

-03 

E44 

Supv  encourages  Ideas/suggestions 

79 

10 

10 

08 

04 

00 

02 

-05 

E47 

I  have  a  good  supervisor 

89 

08 

09 

01 

01 

00 

07 

-07 

E48 

Supv  gives  an  support  I  need 

87 

10 

12 

05 

03 

01 

05 

-08 

sqi8 

Supv  Interest  In  eaployee  welfare 

83 

09 

09 

11 

05 

-01 

08 

-06 

E29 

Ny  unit  Is  efficiently  organized 

52 

22 

19 

24 

00 

01 

05 

-10 

E36 

Ny  work  group  Is  well  run 

-62 

18 

18 

21 

01 

03 

06 

-10 

E56 

N^t  concerned  w/  civilian  eapl 

32 

22 

18 

46 

07 

00 

22 

-03 

E63 

Can  get  help  for  drug/alco  prob  here 

Ngnent  treats  enpl  w/  respect 

13 

16 

11 

10 

08 

06 

09 

-02 

SQ31 

48 

20 

13 

64 

06 

-02 

12 

-11 

sq35 

H^t  listens  to  enpl  at  aiy  level 

46 

20 

18 

57 

06  -02 

(Continued) 

09 

-09 

*  Item  Mas  reflected 
**  Oecimal  points  onitted 


B-11 


Table  F-I  (Continued) 

Rotated  Factor  Loadings  of  Iteas  Involving  Retention/Career  Plans;  Job  Satisfaction;  Eiyloyee/Wanageuent 
Relationships;  Evaluation  of  Unit  Periormce;  Nanagoent  Care  and  Concern  for  EB|>1oj«es 
(Eeployee  Questionnaire) 


Factor^ 

Item 


No. 

Abbrievated  Item  Content 

I-l 

I-II 

I-III 

I-IV 

I-V 

I-WI 

I -VI I 

I-VIII 

E66 

I  plan  to  remain  with  Army  till  retirement 

06 

11 

27 

06 

13 

10 

24 

-08 

E3 

I  have  good  Job  security 

18 

08 

14 

13 

08 

-01 

13 

-14 

El  7 

Freq  think  about  quitting  iqy  job* 

32 

14 

38 

16 

06 

01 

24 

-20 

E24 

Pleased  w/  career  prog  in  Army 

23 

11 

44 

17 

11 

00 

26 

-04 

SQ5A 

Leave  current  job  for  other  work 

-24 

-10 

-26 

-08 

00 

03 

-03 

63 

SQ5B 

Leave  current  job  for  other  agency 

-23 

-08 

-05 

-08 

-02 

-02 

-05 

80 

SQ5C 

Leave  current  job  for  more  growth 

-17 

-09 

-12 

-05 

-02 

02 

-02 

51 

SQ50 

Leave  current  job  for  outside  govt 

-14 

-08 

-07 

-06 

-02 

-06 

-10 

44 

SQ5E 

Leave  job  for  outside  govt  at  more  pay 

-08 

-12 

-11 

-05 

-08 

-04 

-15 

13 

SQ26 

Recnmd  a  career  w/  Federal  govt 

18 

15 

15 

13 

05 

07 

77 

-05 

SQ27 

Recnmd  a  career  w/  the  Army 

14 

12 

13 

14 

04 

04 

67 

-03 

SQ28 

Recmnd  a  career  in  this  organization 

35 

18 

23 

34 

05 

01 

50 

-15 

E2 

All  in  all,  I  am  satisfied  with  job 

37 

18 

60 

16 

04 

02 

18 

-17 

E78A 

Satisfaction  re:  eating  facilities 

08 

49 

06 

06 

07 

01 

10 

00 

E78B 

Satisfaction  re:  parking  facilities 

01 

39 

06 

02 

10 

01 

01 

-01 

E78C 

Satisfaction  re:  transportation 

06 

26 

07 

04 

09 

04 

09 

00 

E780 

Satisfaction  re:  supplies 

17 

35 

06 

12 

06 

01 

06 

-05 

E78E 

Satisfaction  re:  tools/equipment 

18 

38 

04 

14 

07 

01 

06 

-06 

E78F 

Satisfaction  re:  restrooms 

11 

61 

05 

07 

05 

-01 

02 

-02 

E78G 

Satisfaction  re:  ventilation 

11 

65 

05 

08 

02 

-03 

07 

-03 

E78H 

Satisfaction  re:  air  conditioning 

08 

50 

02 

07 

02 

00 

03 

-06 

E78I 

Satisfaction  re:  heating 

09 

58 

04 

05 

03 

00 

01 

-05 

E78J 

Satisfaction  re:  lighting 

12 

57 

03 

06 

03 

01 

01 

-04 

E78K 

Satisfaction  re:  size  of  work  area 

10 

55 

02 

04 

05 

02 

03 

-04 

E78L 

Satisfaction  re:  sanitation 

16 

69 

05 

07 

-01 

00 

03 

-05 

E78M 

Satisfaction  re:  health  services 

15 

52 

05 

07 

04 

-01 

03 

-05 

E78N 

Satisfaction  re:  work  conditions 

22 

78 

10 

12 

05 

01 

06 

-09 

SQ2A 

Satisfaction  with  health  insurance 

05 

14 

02 

06 

24 

08 

15 

-01 

SQ2B 

Satisfaction  with  life  insurance 

03 

09 

01 

06 

40 

09 

05 

-02 

SQ2C 

Satisfaction  with  retirement  plan 

05 

15 

04 

06 

48 

06 

13 

00 

SQ2D 

Satisfaction  with  annual  leave 

04 

11 

05 

02 

87 

01 

-14 

-04 

SQ2E 

Satisfaction  with  sick  leave 

06 

14 

06 

02 

84 

-03 

00 

-03 

SQ2F 

Satisfaction  with  pay 

10 

22 

17 

10 

39 

01 

27 

08 

SQ3A 

Importance  of  health  insurance 

-01 

-01 

02 

-01 

09 

32 

02 

00 

SQ3B 

Importance  of  life  insurance 

00 

07 

07 

02 

03 

40 

15 

01 

SQ3C 

Importance  of  retirement  plan 

01 

02 

07 

00 

07 

47 

02 

05 

SQ3D 

Importance  of  annual  leave 

03 

00 

04 

00 

-02 

82 

03 

-02 

SQ3E 

Importance  of  sick  leave 

01 

03 

06 

01 

02 

82 

04 

-02 

SQ3F 

Inportance  of  pay 

01 

-02 

01 

00 

00 

52 

-03 

00 

E8 

I  do  a  lot  of  unnecessary  work* 

30 

20 

19 

19 

02 

05 

12 

-13 

E23 

The  work  I  do  Is  Important 

12 

06 

44 

00 

03 

12 

07 

-01 

E52 

Org  makes  Important  contribution 

13 

07 

21 

06 

07 

08 

07 

-01 

SQ13 

Work  I  do  supports  my  org  mission 

14 

02 

19 

02 

04 

05 

04 

-02 

El 

Job  makes  good  use  of  iJty  abilities 

30 

13 

63 

11 

05 

03 

06 

-10 

E20 

I  find  my  work  challenging 

22 

10 

72 

10 

05 

02 

07 

-08 

E5 

1  am  able  to  get  the  trng  I  need 

34 

14 

12 

16 

05 

00 

08 

-09 

(Continued) 

*  Item  was  reflected 
**  Decimal  points  omitted 


ii~12 


Table  E-I  (Continued) 


Rotated  Factor  Loadings  of  Itaas  Involving  Retention/Career  Pins;  Job  Satisfaction;  Eip1as«e/Managamit 
Relationships;  Evaluation  of  Unit  Perfornnce;  Nanagenent  Care  and  Concern  for  Eig>1os«es 
(Eaployee  Questionnaire) 


Factor*^ 

Item 


No. 

Abbrevited  Item  Content 

I-IX 

I-X 

I-XI 

I -XI I 

I-XIII 

I-XIV 

I-XV 

E14 

Have  skills  I  need  to  do  Job  well 

03 

19 

-01 

05 

02 

-01 

34 

E18 

Trng  recvd  is  helpful  in  doing  work 

21 

05 

-03 

00 

12 

-02 

29 

E22 

I  am  often  bored  with  my  job* 

06 

13 

-05 

-01 

03 

04 

-07 

E28 

Often  too  little  work  to  keep  busy* 

03 

23 

-03 

00 

03 

01 

-12 

sq22 

I  would  rather  not  be  a  supervisor* 

-01 

27 

04 

01 

-01 

03 

-01 

E16 

Informed  about  chgs  that  affect  me 

12 

02 

-03 

01 

08 

03 

19 

SQIO 

I  have  a  written  IDP 

64 

01 

-03 

-03 

03 

03 

03 

SQll 

Got  trng  indicated  on  IDP  over  last  yr 

62 

-02 

-02 

01 

04 

02 

14 

SQ29 

Management  is  competent 

06 

11 

-03 

04 

10 

03 

02 

SQ32 

Ngmnt  makes  timely  decisions 

10 

07 

-04 

01 

07 

04 

07 

sq36 

Hgmnt  keeps  employees  informed 

14 

07 

-04 

04 

09 

03 

07 

sq8 

Supv  helps  get  me  trng  &  exp  I  need 

36 

01 

-01 

04 

07 

02 

21 

SQ9 

Supv  &  I  discuss  trng/dev  n^s  once  yr 

45 

01 

-03 

00 

05 

-01 

05 

sqi9 

Supv  is  technically  competent 

03 

08 

-01 

02 

07 

05 

-06 

SQ20 

Supv  competent  in  people  skills 

05 

05 

-01 

02 

03 

02 

-04 

sq2i 

Supv  makes  decisions  I  (sh)could  make* 

00 

-04 

-05 

02 

02 

03 

02 

E40 

Supv  outlined  my  goals/priorities 

08 

11 

-06 

02 

01 

-01 

15 

E41 

Supv  hard  to  talk  to* 

01 

05 

-01 

02 

00 

04 

-01 

E42 

Supv  would  take  necessary  correc  action 

06 

06 

-03 

-04 

01 

-03 

04 

E43 

Supv  lets  me  know  how  I  am  doing 

13 

04 

-02 

01 

02 

-01 

05 

E44 

Supv  encourages  ideas/suggestions 

08 

04 

-02 

00 

03 

00 

-02 

E47 

I  have  a  good  supervisor 

-02 

03 

-02 

01 

01 

02 

-02 

E48 

Supv  gives  me  support  I  need 

01 

05 

-03 

02 

02 

03 

04 

SQ18 

Supv  interest  in  employee  welfare 

14 

05 

-01 

02 

02 

03 

-04 

E29 

My  unit  is  efficiently  organized 

02 

05 

-04 

01 

08 

-04 

21 

E36 

My  work  group  is  well  run 

-01 

09 

-04 

00 

05 

-04 

16 

E56 

M^t  concerned  w/  civilian  empi 

13 

05 

-08 

05 

08 

02 

07 

E63 

Can  get  help  for  drug/alco  prob  here 

04 

14 

-07 

-02 

-02 

-12 

06 

SQ31 

Mgment  treats  empl  w/  respect 

09 

10 

-02 

05 

07 

03 

02 

SQ35 

M^nt  listens  to  empl  at  my  level 

12 

08 

-03 

05 

05 

03 

-01 

(Continued) 


•  Item  was  reflected 
**  Decimal  points  omitted 


B-i3 


Table  E-1  (Continued) 


Rotated  Factor  Loadings  of  Itans  Involving  Retantlon/Carear  Pirns;  Job  Satisfaction;  Bgilogee/NMaginnnt 
Relationships;  Evaluation  of  Unit  Perfornance;  WanagMBt  Care  and  Oonoem  ftr  Cmlopeas 
(Ebplome  Questionnaire) 


Iten 

No. 

Abbrievated  Iten  Content 

I-IX 

I-X 

I-XI 

Factor** 

I-XII 

I-XIII 

I-XIV 

I-XV 

E66 

I  plan  to  remain  with  Anty  till  retlreaent 

00 

11 

-28 

-14 

01 

-06 

11 

E3 

I  have  good  job  security 

12 

-01 

-05 

08 

11 

09 

11 

E17 

Freq  think  about  ((ulttlng  my  Job* 

01 

-03 

-20 

-04 

01 

-01 

12 

E24 

Pleased  w/  career  prog  In  AnRy 

13 

-12 

-08 

04 

02 

03 

14 

sqsA 

Leave  current  Job  for  other  work 

-03 

-09 

03 

01 

-02 

-05 

-01 

SQ5B 

Leave  current  Job  for  other  agency 

-02 

-09 

07 

-02 

-03 

00 

-04 

SQSC 

Leave  current  Job  for  more  growth  pot 

-05 

12 

17 

-01 

-03 

-01 

-06 

SQSO 

Leave  current  job  for  outside  govt 

-03 

-11 

55 

-01 

-04 

-02 

01 

SQ5E 

Leave  Job  for  outside  govt  at  more  pay 

-04 

05 

78 

01 

-02 

-01 

-03 

sq26 

Recmnd  a  career  w/  Federal  govt 

05 

17 

-13 

06 

03 

02 

02 

SQ27 

Recnmd  a  career  w/  the  Anqy 

06 

18 

-09 

02 

04 

02 

02 

SQ28 

Recnmd  a  career  In  this  organization 

06 

10 

-06 

02 

07 

00 

07 

E2 

All  In  all,  I  am  satisfied  with  Job 

01 

-02 

-05 

03 

01 

-01 

17 

E78A 

Satisfaction  re:  eating  facilities 

03 

00 

-03 

03 

02 

-08 

02 

E788 

Satisfaction  re:  parking  facilities 

-02 

-03 

-05 

-01 

06 

00 

07 

E78C 

Satisfaction  re:  transportation 

04 

-03 

-01 

03 

09 

-01 

08 

E780 

Satisfaction  re:  supplies 

06 

00 

-03 

00 

73 

01 

06 

E78E 

Satisfaction  re:  tools/equipment 

06 

02 

-03 

00 

68 

02 

09 

E78f 

Satisfaction  re:  restrooms 

03 

05 

00 

00 

07 

03 

-03 

E78G 

Satisfaction  re:  ventilation 

02 

07 

03 

02 

01 

29 

-02 

E78H 

Satisfaction  re:  air  conditioning 

04 

05 

00 

-03 

02 

61 

-02 

E78I 

Satisfaction  re:  heating 

04 

06 

-03 

01 

01 

55 

01 

E78J 

Satisfaction  re:  lighting 

03 

07 

-02 

05 

06 

27 

01 

E78K 

Satisfaction  re:  size  of  work  area 

-03 

-03 

-06 

06 

02 

04 

08 

E78L 

Satisfaction  re:  sanitation 

05 

08 

-01 

00 

04 

-05 

-01 

E78N 

Satisfaction  re:  health  services 

06 

08 

-04 

01 

05 

-08 

01 

E78N 

Satisfaction  re:  work  conditions 

03 

06 

-03 

02 

09 

05 

01 

SQ2A 

Satisfaction  with  health  Insurance 

00 

05 

-01 

52 

-01 

-01 

07 

SQ28 

Satisfaction  with  life  Insurance 

-02 

05 

01 

47 

00 

00 

05 

SQZC 

Satisfaction  with  retirement  plan 

03 

-02 

-04 

27 

04 

01 

07 

SQ20 

Satisfaction  with  annual  leave 

02 

05 

-04 

-04 

04 

01 

-03 

SQ2E 

Satisfaction  with  sick  leave 

01 

05 

-02 

-02 

04 

01 

-03 

SQ2F 

Satisfaction  with  pay 

03 

-18 

-10 

18 

-01 

-02 

10 

SQ3A 

Importance  of  health  Insurance 

00 

-05 

-01 

-51 

-01 

00 

00 

sq3B 

Importance  of  life  insurance 

00 

05 

-03 

-39 

-01 

-02 

02 

sq3C 

Importance  of  retirement  plan 

00 

05 

-09 

-29 

02 

-01 

03 

SQ30 

Importance  of  annual  leave 

00 

-02 

-01 

11 

-01 

-01 

01 

sqsE 

Importance  of  sick  leave 

00 

-04 

-01 

03 

-01 

-03 

02 

SQ3F 

Importance  of  pay 

-01 

08 

01 

-03 

01 

03 

-02 

E8 

I  do  a  lot  of  unnecessary  work* 

-01 

02 

-08 

01 

05 

06 

14 

E23 

The  work  I  do  Is  Important 

01 

46 

-05 

-03 

-01 

-01 

05 

E52 

Org  makes  Important  contribution 

00 

51 

-03 

02 

03 

-02 

11 

SQ13 

Work  I  do  supports  iny  org  mission 

01 

55 

-05 

05 

01 

02 

12 

El 

Job  makes  good  use  of  my  abilities 

05 

04 

-02 

03 

01 

01 

13 

E20 

I  find  my  work  challenging 

13 

14 

00 

-04 

03 

-01 

-05 

E5 

I  am  able  to  get  the  trng  I  need 

27 

00 

-03 

02 

11 

00 

48 

*  Item  was  reflected 
**  Decimal  points  omitted 


lJ-14 


Table  E-J 

Rotated  Factor  Loadings  of  Itans  Involving  Evaluation  of  CTO  Services;  Selection; 
Grlevanoos/DlscrMnatlon;  Perfornance  R|i^1sa1s;  Pronotlon  (Sigiervisor  Qaasttanoalre) 


Item 

'3. 

Abbreviated  Item  Content 

J-I 

J-I  I 

J-III 

J-IV 

J-V 

S43 

Info  on  pers  prog  from  CPO  helpful 

57 

18 

06 

10 

29 

S44 

CPO  understands  unit  mission,  oper 

60 

21 

06 

23 

23 

S46 

CPO  refers  candidates  proi9)t1y 

58 

14 

01 

14 

10 

S56 

CPO  treats  people  courteously 

59 

12 

08 

05 

11 

S62 

CPO  informs  supv  re:  pers  changes 

62 

14 

06 

06 

20 

SQ48 

Job  desc  responsibility  of  pers  office 

-03 

-04 

-27 

04 

10 

S6 

Sat  w/  qual  of  those  referred  for  vacancy 

22 

09 

03 

06 

09 

S58 

Those  referred  are  usually  qualified 

30 

19 

04 

09 

08 

S42 

N.N.P.  helps  me  hire  the  best  qualified 

28 

30 

02 

05 

27 

S65A 

CPO  re:  filling  Jobs 

64 

12 

07 

23 

01 

S65B 

CPO  re:  arranging  training 

45 

14 

12 

21 

05 

S65C 

CPO  re:  grading  jobs 

49 

22 

07 

34 

02 

S65D 

CPO  re:  advice  on  reorganization 

25 

09 

69 

68 

04 

S65E 

CPO  re:  handling  RIFS 

18 

04 

05 

60 

12 

S65F 

CPO  re:  planning  staffing  needs 

23 

09 

09 

74 

09 

S65G 

CPO  re:  counseling  enployees 

26 

09 

07 

40 

14 

S65H 

CPO  re:  advice  on  discpl  matters 

28 

09 

09 

26 

13 

S65I 

CPO  re:  adm  performance  award  prog 

37 

13 

16 

25 

15 

sqe 

Understand  how  perf  appraisal  sys  works 

12 

09 

43 

01 

13 

SQ7 

Helped  devel  iqy  performance  standards 

06 

17 

39 

07 

04 

sqi4 

Perf  std  help  me  understand  expectations 

11 

13 

20 

04 

54 

sq38 

Consider  org  goals  in  devel  perf  stds 

07 

03 

67 

06 

14 

sq39 

Hy  enp  participates  in  devel  perf  stds 

05 

07 

68 

06 

-01 

sq40 

Discuss  perf  stds  at  beginning  of  period 

01 

01 

68 

09 

19 

sq4i 

Counsel  emp  immediately  at  poor  perf 

02 

-03 

48 

10 

25 

S3 

P.A.S.  helps  inprove  enpl  performance 

18 

15 

13 

07 

55 

S14 

I.A.P.  good  way  to  motivate  enployees 

14 

16 

11 

04 

47 

sqi 

Last  written  perf  appraisal  recvd 

01 

00 

09 

03 

-08 

sq23 

I  rcve  an  award  if  perf  especially  well 

10 

34 

10 

09 

36 

Sq24 

Medal  as  inportant  as  cash  award 

08 

02 

01 

06 

18 

sq34 

Mgmnt  rewards  innovative  enpl 

20 

43 

10 

11 

39 

S30 

I  am  satisfied  w/  chances  for  prom 

17 

45 

-01 

12 

24 

S25 

Job  placement/prom  are  unfair  here* 

22 

62 

08 

07 

06 

S35 

Best  qual  people  sel  for  prom  here 

21 

77 

07 

05 

09 

SIO 

Equal  chance  to  conpete  for  prom  here 

19 

70 

12 

07 

10 

S38 

Top  mgmnt  supports  EEO 

14 

36 

11 

01 

20 

S49 

Age  will  not  affect  prom  chances 

13 

43 

06 

06 

17 

S50 

Women  get  pref  treatment  in  prom* 

06 

20 

03 

-01 

19 

S51 

Men  get  pref  treatment  in  prom* 

03 

12 

07 

04 

-03 

S52 

Minorities  get  pref  treatment  in  prom* 

12 

10 

03 

00 

11 

S53 

Non-minorities  pref  treatment  in  prom* 

01 

15 

10 

04 

-03 

(Continued) 

*  Item  was  reflected 
•*  Decimal  points  omitted 
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Table  E-J  (Continued) 


Rotated  Factor  Loadlngi  of  Itana  Iiwolvlng  Evaluation  of  CM  Services;  Selection; 
Grlevances/Dlscrlalnatlon;  Rerfdrnance  Rp^lsals;  Prenotlon  (SiRiervliar  Questloenilre) 


Item 

No. 

Abbreviated  Item  Content 

J-VI 

J-VI  I 

J-VIII 

J-IX 

J-X 

S43 

Info  on  pers  prog  from  CPO  helpful 

IS 

06 

06 

07 

-04 

S44 

CPO  understands  unit  mission,  oper 

11 

10 

00 

03 

-04 

S46 

CPO  refers  candidates  proaptly 

22 

02 

01 

-04 

05 

S56 

CPO  treats  people  courteously 

04 

04 

08 

10 

-04 

S62 

CPO  informs  supv  re:  pers  changes 

08 

02 

05 

13 

02 

SQ48 

Job  desc  responsibility  of  pers  office 

00 

-01 

-08 

-06 

-04 

S6 

Sat  w/  qual  of  those  referred  for  vacancy 

78 

02 

00 

01 

01 

SS8 

Those  referred  are  usually  qualified 

69 

04 

01 

02 

05 

S42 

N.H.P.  helps  me  hire  the  best  qualified 

44 

06 

-01 

05 

02 

S65A 

CPO  re:  filling  jobs 

21 

03 

01 

08 

14 

S6SB 

CPO  re:  arranging  training 

06 

01 

-03 

23 

18 

S65C 

CPO  re:  grading  Jobs 

09 

10 

00 

10 

11 

S6S0 

CPO  re:  advice  on  reorganizations 

02 

00 

04 

12 

08 

S65E 

CPO  re:  handling  RIFS 

06 

-05 

05 

12 

-01 

S65F 

CPO  re:  planning  staffing  needs 

08 

02 

04 

12 

04 

S656 

CPO  re:  counseling  employees 

04 

06 

02 

54 

-01 

S65H 

CPO  re:  advice  on  discpi  matters 

-01 

05 

06 

70 

01 

S6SI 

CPO  re:  adm  performance  award  prog 

02 

03 

03 

31 

20 

SQ6 

Understand  how  perf  appraisal  sys  works 

01 

04 

-01 

13 

11 

SQ7 

Helped  devel  isy  performance  standard 

05 

00 

01 

11 

28 

SQM 

Perf  std  help  me  understand  expectations 

03 

03 

03 

07 

13 

SQ38 

Consider  org  goals  in  devel  perf  stds 

-02 

03 

04 

00 

01 

sq39 

Ny  emp  participates  in  devel  perf  stds 

07 

-01 

-01 

-02 

07 

SQ40 

Discuss  perf  stds  at  beginning  of  period 

00 

00 

07 

-04 

-10 

SQ41 

Counsel  emp  immediately  at  poor  perf 

-01 

02 

08 

01 

-12 

S3 

P.A.S.  helps  improve  empi  performance 

09 

07 

-03 

06 

03 

S14 

I.A.P.  good  way  to  motivate  employees 

06 

09 

-02 

05 

06 

sqi 

Last  written  perf  appraisal  recvd 

02 

-04 

-03 

11 

08 

sq23 

I  rcve  an  award  if  perf  especially  well 

03 

04 

07 

03 

52 

sq24 

Hedal  as  important  as  cash  award 

04 

05 

00 

00 

00 

SQ34 

Hgmnt  rewards  innovative  empi 

09 

06 

13 

04 

47 

S30 

I  am  satisfied  w/  chances  for  prom 

10 

05 

06 

00 

11 

S25 

Job  placement/prom  are  unfair  here* 

09 

13 

12 

06 

10 

S35 

Best  qual  people  sel  for  prom  here 

14 

13 

08 

05 

05 

SIO 

Equal  chance  to  compete  for  prom  here 

10 

05 

09 

04 

03 

S38 

Top  mgmnt  supports  EEO 

02 

-09 

34 

10 

10 

S49 

Age  will  not  affect  prom  chances 

02 

14 

32 

03 

02 

S50 

Women  get  pref  treatment  in  prom* 

02 

52 

04 

04 

-02 

S51 

Men  get  pref  treatment  in  prom* 

01 

10 

67 

00 

05 

S52 

Minorities  get  pref  treatment  in  prom* 

06 

95 

-01 

00 

06 

S53 

Non-minorities  pref  treatment  in  prom* 

-01 

-07 

68 

00 

-03 

*  Item  was  reflected 
*•  Decimal  points  omitted 


B-lo 


Table  E-« 


Routed  Factor  Loadings  of  Itae  Iiwolving  Lack  of  Banrtars  to  Effective  farfonmoe:  OrgaolatloiiBl 
Cllaate:  Nllltary/Clvlllaii  Relationships  (Eig>1opee  Questloinalre) 


Item 

No. 

Abbreviated  Item  Content 

K-I 

K-II 

Factor** 

K-III  K-IV 

K-V 

E12 

I  understand  how  Job  grade  set 

10 

12 

20 

29 

05 

sqiz 

I  understand  my  organizations  mission 

10 

07 

12 

27 

13 

SQ17 

Assonants  &  trng  prep  me  for  advancement 

18 

10 

26 

40 

07 

E30 

Epp^  toke  sick  leave  only  as  needed 

44 

07 

10 

11 

27 

E32 

People  whose  perf  hurt  by  drugs/alco* 

15 

06 

01 

06 

65 

E31 

New  enpl  get  engh  trng  to  do  Job 

34 

30 

25 

26 

14 

E34 

Those  I  work  w/  do  a  good  Job 

57 

10 

15 

06 

13 

E4 

Do  not  get  Info  to  do  Job  properly* 

17 

45 

12 

23 

09 

E9 

Not  engh  freedom  to  do  Job  efficiently* 

12 

55 

14 

26 

06 

ElO 

Too  much  work  to  do  a  good  Job* 

03 

63 

10 

05 

K-01 

E13 

Work  suffers  due  to  Interruptions* 

08 

66 

15 

04 

07 

E21 

Not  engh  trng  to  do  Job  well* 

07 

32 

06 

24 

10 

E37 

Lack  of  org  makes  productivity  suffer* 

35 

38 

21 

23 

20 

SQ15 

Can  do  nothing  If  disagree  w/  perf  std* 

10 

18 

12 

56 

04 

SQ16 

Career  damaged  If  try  &  fall  something  new* 

04 

21 

05 

41 

05 

E33 

There  are  unsafe  conditions/practices* 

14 

18 

18 

21 

54 

E39 

People  In  unit  work  well  together 

74 

10 

18 

14 

05 

E61 

irly  organization  good  place  to  work 

31 

24 

40 

33 

07 

SQ30 

Work  groups  cooperate  w/  each  other 

46 

16 

46 

23 

06 

SQ33 

Sense  of  team  spirit,  family 

43 

16 

54 

33 

08 

E64 

Good  rel  between  mil  &  civilians  here 

22 

16 

53 

06 

06 

SQ4 

Type  of  people  dally  work  with 

-03 

07 

13 

-17 

-14 

sq37 

Civilians  made  to  feel  Important 

16 

17 

73 

23 

08 

*  Item  was  reflected. 

**  Decimal  point  omitted. 


B-17 


Table  E-L 

Rotated  Factor  Loadings  of  Itees  Involving  Understanding  Job  Faranters;  Biplaiioe  Per  far  nance;  B^tagea/ 
Nanageaent  Relationship:  Leadership:  Evalantlon  of  Unit  Parfomnnoe:  Wmagaatint  care  and  Oonoam  for 
E^>lQyees  (E^ilogee  Quntlonnalre) 


factor** 

Itaa  - - 


No. 

Abbreviated  Iten  Content 

L-I 

L-II 

L-III 

L-IV 

L-V 

E16 

Informed  about  digs  that  affect  ne 

34 

40 

22 

21 

28 

SQIO 

I  have  a  written  lOP 

15 

16 

70 

09 

00 

sqii 

Got  trng  Indicated  on  lOP  over  last  year 

18 

22 

68 

10 

04 

sq29 

Management  Is  competent 

31 

71 

14 

27 

-07 

SQ32 

Management  makes  timely  decisions 

24 

71 

16 

21 

01 

sq36 

Mgmt  keeps  employees  Informed 

30 

72 

21 

17 

13 

SQ8 

Supv  helps  get  ne  trng  i  exp  I  need 

55 

28 

48 

18 

06 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  year 

48 

22 

54 

14 

07 

SQ19 

Supv  Is  technically  conpetent 

69 

23 

16 

23 

-15 

SQ20 

Supv  conpe'‘ent  In  people  skills 

76 

27 

19 

23 

-14 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

22 

13 

05 

05 

03 

E40 

Supv  outlined  my  goals/priorities 

62 

26 

21 

27 

21 

E41 

Supv  hard  to  talk  to* 

68 

19 

12 

16 

04 

E42 

Supv  would  take  necessary  correc  action 

47 

20 

13 

36 

09 

E43 

Supv  lets  me  know  how  I  am  doing 

66 

25 

23 

15 

23 

E44 

Supv  encourages  Ideas/suggestions 

71 

24 

19 

17 

17 

E47 

I  have  a  good  supevisor 

85 

21 

12 

20 

02 

E48 

Supv  gives  me  spport  I  need 

82 

24 

14 

19 

10 

SQ18 

Supv  interest  In  employee  welfare 

76 

29 

26 

19 

-08 

E29 

My  unit  is  efficiently  oganized 

35 

34 

16 

47 

24 

E36 

My  work  group  is  well  run 

45 

30 

12 

56 

18 

E56 

M^t  concerned  w  civilian  empi 

18 

60 

20 

19 

10 

E63 

Can  get  help  for  drug/alco  prob  here 

09 

18 

07 

14 

09 

SQ31 

Mgment  treats  empl  w/  respect 

32 

76 

16 

22 

-05 

sq3s 

M^t  listens  to  empl  at  my  level 

33 

72 

18 

14 

01 

E12 

I  understand  how  my  job  grade  set 

12 

25 

23 

14 

11 

sqi2 

I  understand  my  organizations  mission 

10 

16 

12 

17 

-03 

SQ17 

Assgnmnts  &  trng  prep  me  for  advancement 

21 

33 

34 

16 

-01 

E30 

Enpl  take  sick  leave  only  as  needed 

12 

14 

09 

51 

03 

E32 

People  whose  perf  hurt  by  drugs/alco* 

07 

09 

05 

30 

-09 

E31 

Hew  empl  get  trrv  u,  o  job 

26 

32 

23 

36 

22 

E34 

Those  I  work  w/  o  a  ood  job 

16 

11 

05 

57 

08 

•  Item  was  reflected 
**  Decimal  points  omitted 


B-IJ 


Table  E-ll 


Rotated  Factor  Loadings  of  Itaes  Iiwolving  Nanageoant  and  Sigiervisfon 
(Eagloam  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

M-I 

M-II 

M-llI  M-IV 

M-V 

M-Vl 

SQ29 

Management  Is  competent 

31 

63 

33 

15 

17 

10 

sq3i 

Ngnent  treats  enpl  w/  respect 

31 

69 

34 

18 

12 

12 

sq32 

Management  makes  timely  decisions 

24 

66 

29 

13 

12 

14 

SQ35 

Mgnnt  listens  to  eagl  at  level 

31 

64 

34 

25 

07 

12 

sq36 

M^  keeps  eeployees  Informed 

29 

63 

34 

17 

11 

17 

sqi8 

Supv  Interest  in  employee  welfare 

76 

25 

20 

19 

11 

17 

sqi9 

Supv  is  technically  conpetent 

70 

21 

17 

07 

13 

10 

SQ20 

Supv  competent  in  people  skills 

77 

25 

18 

10 

13 

13 

E40 

Si^  outlined  a^  goals/priorities 

64 

20 

21 

11 

22 

17 

E41 

S(4)v  hard  to  talk  to* 

68 

15 

15 

11 

13 

07 

E42 

Supv  would  take  necessary  correc  action 

48 

15 

22 

11 

29 

08 

E43 

Supv  lets  me  know  how  I  an  doing 

64 

16 

19 

34 

14 

16 

E44 

Supv  encourages  ideas/suggestions 

70 

18 

17 

23 

17 

12 

E47 

I  have  a  good  supervisor 

84 

18 

16 

12 

16 

06 

E48 

Supv  gives  me  support  I  need 

81 

20 

17 

17 

17 

08 

SQ8 

Supv  helps  get  me  trng  A  exp  I  need 

57 

22 

21 

22 

11 

39 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  year 

50 

17 

18 

22 

09 

47 

SQIO 

I  have  a  written  IDP 

18 

13 

11 

12 

09 

70 

SQll 

Got  trng  indicated  on  IDP  over  last  yr 

22 

19 

17 

11 

07 

68 

E29 

My  unit  is  efficiently  organized 

38 

28 

25 

13 

40 

14 

E36 

My  work  group  is  well  run 

47 

25 

22 

15 

54 

10 

E34 

Those  I  work  w/  do  a  good  job 

17 

11 

11 

03 

60 

04 

SQ30 

Work  groups  cooperate  w/  each  other 

17 

51 

22 

11 

41 

11 

SQ33 

Sense  of  team  spirit,  family 

25 

62 

23 

20 

33 

12 

SQ37 

Civilians  made  to  feel  inportant 

19 

55 

33 

15 

17 

14 

E39 

People  in  unit  work  well  together 

25 

18 

11 

09 

68 

06 

E64 

Good  rel  bwtn  nil  &  civilians  here 

12 

31 

28 

04 

25 

07 

sq23 

I  rcve  an  award  if  perf  especially  well 

29 

24 

22 

64 

09 

14 

sq34 

Mgmnt  rewards  innovative  enpl 

26 

50 

30 

54 

11 

14 

E15 

Recognized  when  I  do  good  Job 

42 

22 

23 

55 

13 

15 

E65 

Awards  go  to  deserving  people 

21 

26 

47 

47 

12 

11 

E79C 

Fairness  re:  awards 

26 

16 

26 

64 

08 

15 

ESS 

Best  qual  selected  for  promotions 

16 

23 

64 

23 

12 

11 

ESO 

Fair  consideration  of  grievances 

14 

19 

65 

07 

08 

08 

ES4 

Equal  chances  to  coopete  for  promo 

18 

22 

66 

19 

11 

10 

E62 

Fair  consideration  to  discr  complaint 

21 

20 

71 

10 

12 

08 

ESS 

Top  mgmnt  supports  EEO 

18 

23 

55 

12 

09 

08 

E67 

Age  will  not  affect  prom  chances 

13 

18 

49 

10 

11 

06 

ESI 

Filing  grievance  held  against  me* 

22 

19 

51 

12 

07 

08 

*  Item  was  reflected 
**  Decimal  points  omitted 


ii-lj 


Table  E-i 


Itotatad  Factor  Loadings  of  Itw  Involving  Understaedlng  Job  Parilwn;  Lack  of  Bnrrtars  to 
Effactlvo  Partannnco;  Organliatlanal  Cl  bate  (apkgea  Onaitlonnalra) 


_ _! 

jfTiiirSiHHI 

Item 

No. 

Abbreviated  Itea  Content 

N-I 

N-II 

SQ12 

I  understand  ay  organizations  mission 

34 

-09 

SQ17 

Assgnnnts  &  tmg  prep  me  for  advancement 

Type  of  people  dally  work  with 

54 

-02 

$04 

-04 

90 

£12 

1  understand  how  ay  Job  grade  set 

43 

05 

E31 

E33 

New  enpl  get  engh  trng  to  do  Job 

There  are  unsafe  conditions/practices* 

56 

43 

02 

-07 

*  Itea  was  reflected 
**  DeciMl  points  omitted 


B-iU 


Table  E-0 

Rotated  Factor  Loadings  of  Iteas  Involving  Evaluation  of  CFO  Services:  Selection;  Perforannn 
Appraisal  (Eaploiyee  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

O-I 

Factor** 

O-II  O-III 

0-IV 

sq6 

Understand  how  perf  appraisal  system  works 

49 

-04 

04 

04 

SQ7 

Helped  devel  ey  performance  standards 

44 

-05 

05 

07 

sqi 

Last  written  perf  appraisal  recvd 

03 

-02 

-02 

74 

sq24 

Nedal  as  1i|»rtant  as  cash  award 

-02 

05 

78 

00 

E35 

Awards  encourage  good  work 

12 

-04 

13 

-02 

E76 

Lack  of  higher  level  vacancies* 

07 

80 

00 

-03 

E77 

I  need  additional  training/experience* 

28 

09 

-01 

05 

E73 

Hgmnt  Intrsd  In  oppt  for  fem/mlnorltles 

37 

03 

04 

-08 

E79B 

Fairness  re:  Training 

56 

08 

03 

-03 

*  Item  was  reflected 
**  Decimal  points  omitted 


13-21 


Table  E-P 


Rotated  Factor  LoadloBS  of  Itaaa  Inw>1vtB|  Pwot1ee/*iardi;  Proaottoa  Falrean; 
DlscrMnatlon/firleMnoas  (Ekplaateo  Questkanalre) 


Item 

No. 

Abbreviated  Item  Content 

P-1 

Factor” 

P-II  P-III 

SQ23 

I  rcve  an  award  If  perf  especially  well 

76 

19 

19 

SQ34 

Ngmnt  rewards  Innovative  eapl 

69 

34 

25 

E15 

Recognized  when  I  do  good  Job 

67 

23 

23 

E65 

Awards  go  to  deserving  people 

56 

40 

30 

E79C 

Fairness  re:  awards 

71 

17 

27 

Ell 

I  am  satisfied  w/  chances  for  prom 

24 

20 

59 

E75 

Promotion  system  Is  unfair* 

24 

31 

61 

E79A 

Fairness  re:  promotions 

35 

22 

63 

ESS 

Best  qual  selected  for  promotions 

28 

50 

50 

ESO 

Fair  consideration  of  grievances 

18 

69 

19 

ES4 

Equal  chances  to  compete  for  promo 

23 

50 

57 

E62 

Fair  consideration  to  discr  complaint 

22 

73 

24 

ES8 

Top  mgnt  supports  EEO 

23 

55 

24 

E67 

Age  will  not  affect  prom  chances 

16 

43 

31 

ESI 

Filing  grievance  held  against  me* 

25 

53 

18 

*  Iten  tMS  reflected 
**  Oeclml  points  omitted 


B-211 


Table  S-A 


Rotated  Factor  Loadings  of  Itees  Iiiwtlvlng  Enpldyee/Hanagwint  Re1at1onsh1|is.  Leadership.  Evaluation  of 
Unit  PerfureancB.  and  Nanageamt  Care  and  Concern  for  Eaployees  (Sigiervisory  Questlonnelre) 


Item 

No. 

Abbreviated  Item  Content 

A-I 

Factor** 

A-I  I 

A-I  1 1 

SQ8 

Supv  helps  get  me  training  &  experience  I  need 

30 

43 

61 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  year 

24 

42 

67 

SQIO 

I  have  a  written  IDP 

19 

15 

63 

sqn 

Got  training  Indicated  on  lOP  over  last  year 

22 

13 

62 

SQ18 

Supv  Interest  In  eqiloyee  welfare 

36 

74 

30 

SQ19 

Supv  Is  technically  competent 

30 

68 

22 

SQ20 

Supv  competent  In  people  skills 

34 

76 

21 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

28 

20 

13 

SQ29 

Hanagement  Is  coopetent 

73 

34 

15 

sq3i 

Hgnt  treats  eqpl  with  respect 

75 

32 

19 

sq32 

Management  makes  timely  decisions 

73 

24 

18 

SQ35 

Hgmt  listens  to  empl  at  my  level 

72 

31 

19 

SQ36 

Management  keeps  employees  Informed 

72 

28 

23 

S21 

Mgmt  concerned  about  civilian  enpl 

56 

18 

25 

S29 

Feel  free  to  go  to  supv  w/  questions/problems 

33 

53 

22 

S36 

Info  thru  official  channels  accurate 

49 

17 

21 

S47 

My  organization  Is  well  run 

62 

23 

19 

S48 

Superiors  understand  unit  capabilities 

57 

40 

22 

SS4 

My  supv  keeps  me  Informed 

43 

53 

33 

S57 

I  feel  trapped  between  employees  &  management* 

45 

18 

17 

S60 

I  get  Info  needed  to  do  my 

54 

22 

28 

•  Item  was  reflected 

•*  Decimal  points  omitted 


Table  S-B 

Rotated  Factor  Loadings  of  Items  Involving  Perfornante  Appraisal, 
and  Discrimination  (S^iervlsary  Questionnaire) 

Pramotlons.  GrIeMnoes 

If 

Item. 

No. 

Abbreviated  Iten  Content 

B-1 

B-II 

B-III 

B-IV 

B-V 

SQl 

Last  written  perf  appraisal  recvd 

03 

10 

-06 

-03 

-05 

SQ6 

Understand  how  perf  appraisal  system  works 

14 

42 

16 

00 

04 

SQ7 

Helped  devel  ay  performance  standards 

25 

39 

10 

-01 

-03 

SQ14 

Perf  std  help  me  understand  expectations 

18 

22 

54 

03 

02 

SQ23 

I  rcve  an  award  If  perf  especially  well 

46 

11 

40 

02 

-01 

Sq24 

Nedal  as  Important  as  cash  award 

03 

01 

21 

00 

06 

SQ34 

Ngnnt  rewards  Innovative  empi 

57 

13 

44 

08 

02 

sq38 

Consider  org  goals  In  deve)  perf  stds 

04 

68 

13 

08 

05 

SQ39 

Ny  enp  participate  In  devel  perf  stds 

11 

68 

-02 

01 

00 

SQ40 

Discuss  perf  stds  at  begining  of  period 

-02 

69 

13 

12 

03 

SQ41 

Counsel  enp  Immediately  at  poor  perf 

-04 

49 

20 

11 

05 

S3 

P.A.S.  helps  Itprove  empi  performance 

17 

14 

62 

-01 

08 

S5 

Merit  prom  prog  more  trouble  than  worth* 

22 

06 

35 

04 

15 

SIO 

Equal  chance  to  compete  for  prom  here 

71 

12 

09 

11 

07 

S14 

I.A.P.  good  way  to  motivate  employees 

17 

12 

50 

00 

10 

S25 

Job  placement/prom  are  unfair  here* 

67 

07 

11 

12 

15 

S30 

I  am  satisfied  with  chances  for  prom 

SO 

01 

25 

06 

05 

S35 

Best  qual  people  set  for  prom  here 

77 

07 

11 

10 

16 

S38 

Top  m^t  supports  EEO 

41 

12 

20 

33 

-08 

S49 

Age  will  not  affect  prom  chances 

44 

06 

16 

31 

15 

S50 

Women  get  pref  treatment  In  prom* 

16 

02 

19 

07 

56 

S51 

Men  get  pref  treatment  In  prom* 

18 

06 

-01 

58 

09 

S52 

Minorities  get  pref  treatment  In  prom* 

15 

02 

16 

-04 

85 

S53 

Non-minorities  pref  treatment  in  prom* 

13 

06 

-03 

75 

-06 

*  Item  was  reflected. 

•*  Decimal  points  omitted. 


B-24 


Table  S-O 


Rotated  Factor  Loadfnn  of  ItaaB  Involving  Lack  of  Barriers  to  Effective  Perforaanoe;  Organizational 
Cllnate;  Nllltary/Clvlllan  Relationships  (Sigtervlsory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

D-1 

Factor  ** 

O-II  O'lII 

D-IV 

S4 

Too  much  red  tape  In  being  a  supv.* 

15 

57 

07 

20 

Sll 

Info  thru  official  channels  often  late* 

34 

34 

01 

10 

S15 

Not  engh  people  to  get  work  done  here* 

06 

40 

04 

-03 

S20 

Easier  to  Ignore  Infractions* 

11 

27 

10 

16 

S61 

Hands  tied  when  dlscpllnlng  enployees* 

22 

34 

15 

31 

SQIS 

Can  do  nothing  If  disagree  w/perf  std* 

21 

16 

07 

62 

Sqi6S 

Career  damaged  If  try  i  fall  smthg  new* 

18 

17 

06 

49 

SQ42 

Not  engh  time  for  perf  mgmnt  resp* 

07 

61 

12 

07 

SQ49 

Red  tape  makes  It  diff  to  get  enpl  rec* 

24 

40 

00 

26 

S12 

Host  subordinates  like  working  here 

23 

12 

82 

09 

S13 

Sugg,  prog  inproves  efficiency  here 

31 

15 

11 

05 

S59 

Those  wrking  for  me  are  satisfied  w/job 

22 

15 

74 

09 

SQ30 

Work  groups  cooperate  w/each  other 

59 

16 

25 

20 

sq33 

Sense  of  team  spirit,  family 

65 

14 

29 

22 

S32 

Good  wrkng  rel  btwn  civ  &  mil  here 

61 

12 

15 

05 

SQ4 

Type  of  people  dally  wrk  with 

12 

01 

-02 

-15 

SQ37 

Civilians  made  to  feel  Inportant 

78 

18 

08 

08 

*  Item  was  reflected. 

**  Decimal  points  omitted. 


3—25 


Table  S-C 

Rotated  Factor  Loadings  of  Iteas  Involving  Retention/Career  Plans;  Job  Satisfaction; 
Job  Inportance;  Skill  Utilization  (Supervisory  Questionnaire) 


Factor** 


Item. 

No. 

Abbreviated  Item  Content 

C-1 

C-I 

C-II 

C-IV 

S45 

I  plan  to  remain  with  Army  till  retire 

29 

16 

14 

12 

sqsA 

Leave  current  Job  for  other  work 

-25 

-11 

05 

-04 

SQ5B 

Leave  current  job  for  other  agency 

-16 

-08 

00 

-03 

sqsc 

Leave  current  job  for  more  growth  pot 

-10 

-05 

00 

-02 

SQ5D 

Leave  current  job  for  outside  govt 

-09 

-14 

-03 

-04 

SQ5E 

Leave  job  for  outside  gov  at  more  pay 

-07 

-18 

-02 

-04 

SQ26 

Recoimd  a  career  w/Federal  Government 

17 

86 

04 

04 

SQ27 

Reconmd  a  career  w/  the  Army 

18 

77 

04 

04 

SQ28 

Reconmd  a  career  In  this  organization 

35 

63 

00 

06 

S27 

All  in  all,  I  am  satisfied  with  job 

59 

27 

-01 

08 

SQ2A 

Satisfaction  with  health  Insurance 

04 

14 

00 

12 

SQ2B 

Satisfaction  with  life  Insurance 

05 

08 

01 

34 

SQ2C 

Satisfaction  w/  retirement  plan 

11 

12 

06 

46 

SQ20 

Satisfaction  w/  annual  leave 

03 

00 

05 

89 

SQ2E 

Satisfaction  with  sick  leave 

02 

04 

03 

86 

SQ2F 

Satisfaction  with  pay 

09 

31 

04 

32 

SQ3A 

Importance  of  health  Insurance 

02 

01 

34 

17 

SQ3B 

Important  of  life  Insurance 

07 

09 

42 

06 

SQ3C 

Importance  of  retirement  plan 

05 

-01 

51 

11 

SQ3D 

Imirartance  of  annual  leave 

01 

02 

77 

-05 

SQ3E 

Important  of  sick  leave 

00 

03 

81 

-04 

S03F 

Inportance  of  pay 

04 

-03 

49 

00 

S19 

Hrk  I  supv  Important  to  Army  mission 

47 

06 

il 

-03 

SQ13 

Work  I  do  supports  mx  org  mission 

41 

03 

06 

00 

S7 

Could  supv  more  people  than  I  do  now 

00 

-04 

-02 

-02 

S9 

Job  hakes  good  use  of  my  abilities 

75 

15 

04 

08 

SI  7 

I  find  my  work  challenging 

69 

13 

-01 

03 

S22 

Adq  trained/prep  to  be  a  supervisor 

28 

02 

03 

06 

SQ22 

I  would  rather  not  be  a  supervisor 

25 

17 

-05 

01 

(Continued) 

*  Item  was  reflected. 

••  Decimal  points  omitted. 


B-2o 


r 


Table  S-C  (Cbntfnued) 

Rotated  Factor  Loadings  of  Iteas  Involving  Retention/Career  Plans;  Job  Satisfaction;  Job  la^ortanoe 
Skill  Utilization  (Supervisory  Questionnaire) 


Item. 

No. 

Abbreviated  Item  Content 

C-V 

C-VI 

Factor** 

C-VI  I 

C-VI I I 

S45 

I  plan  to  remain  In  Amy  till  retire 

-22 

-02 

-29 

10 

SQ5A 

Leave  current  Job  for  other  work 

66 

04 

07 

-13 

sqsB 

Leave  current  Job  for  other  agency 

83 

-02 

09 

-06 

SQ5C 

Leave  current  Job  for  more  gr^h  pot 

59 

-03 

15 

09 

sqso 

Leave  current  Job  for  outside  govt 

41 

-01 

53 

-10 

SQ5E 

Leave  Job  for  outside  gov  at  more  pay 

17 

-08 

89 

05 

SQ26 

Recoomd  a  career  w/Federal  Government 

-05 

15 

-12 

12 

SQ27 

Reconmd  a  career  w/  the  Amy 

-10 

13 

-14 

16 

SQ28 

Recoomd  a  career  in  this  organization 

-27 

06 

-08 

03 

S27 

All  in  all.  I  am  satisfied  with  Job 

-32 

04 

-09 

06 

SQ2A 

Satisfaction  with  health  insurance 

01 

69 

-02 

07 

sq2B 

Satisfaction  with  life  insurance 

-01 

53 

-02 

06 

SQ2C 

Satisfaction  w/  retirement  plan 

-02 

39 

-10 

-02 

SQ20 

Satisfaction  w/  annual  leave 

-06 

07 

-02 

03 

sq2E 

Satisfaction  with  sick  leave 

-06 

09 

00 

08 

SQ2F 

Satisfaction  with  pay 

02 

34 

-16 

-11 

sq3A 

Inportance  of  health  insurance 

03 

-37 

-03 

-01 

SQ3B 

Inportant  of  life  Insurance 

06 

-16 

-06 

03 

SQ3C 

Importance  of  retirement  plan 

-01 

-18 

-09 

06 

SQ30 

Inportance  of  annual  leave 

-02 

22 

03 

-06 

SQ3E 

Important  of  sick  leave 

-02 

17 

-04 

-08 

SQ3F 

lofMrtance  of  pay 

00 

-01 

06 

06 

S19 

Hrk  I  supv  important  to  Amy  mission 

-04 

03 

-05 

23 

sqi3 

Work  I  do  supports  ny  org  mission 

-03 

03 

-02 

25 

S7 

Could  supv  more  people  than  I  do  now 

-05 

-02 

-02 

-39 

S9 

Job  makes  good  use  of  ny  abilities 

-16 

04 

-03 

-13 

S17 

I  find  ny  work  challenging 

-12 

00 

-01 

-03 

S22 

Adq  trained/prep  to  be  a  supervisor 

-13 

05 

-09 

30 

SQ22 

I  would  rather  not  be  a  supervisor 

-15 

00 

-02 

43 

*  Item  was  reflected 
*•  Decimal  points  omitted 


3-27 


Table  » 


Rotated  Factor  Loadings  of  Iteas  Involving  Evaluation  of  CPO  Services.  Selection  Quality, 
and  Practices  (Supervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

E-1 

Factor** 

E-II  E-III 

E-IV 

S43 

Info  on  pers  prog  from  CPO  helpful 

62 

17 

25 

02 

S44 

CPO  understands  unit  mission,  oper 

60 

27 

25 

06 

S46 

CPO  refers  candidates  pronptly 

52 

17 

32 

05 

S56 

CPO  treats  people  courteously 

60 

14 

12 

-04 

S62 

CPO  Informs  supv  re:  pers  changes 

66 

16 

16 

-02 

SQ46 

Job  desc  responsibility  of  pers  office 

-02 

-01 

-01 

79 

S6 

Sat  w/qual  of  those  referred  for  vacan 

15 

06 

76 

00 

S58 

Those  referred  are  usually  qualified 

23 

11 

75 

-02 

S42 

N.N.P.  helps  me  hire  the  best  quail 

32 

11 

51 

00 

S6MA 

CPO  RE:  Filling  jobs 

54 

31 

30 

-05 

S656 

CPO  RE:  Arranging  training 

45 

34 

11 

-07 

S65C 

CPO  RE:  Grading  jobs 

45 

40 

20 

-04 

S650 

CPO  RE:  Advice  on  reorganizations 

17 

70 

10 

01 

S6SE 

CPO  RE:  Handling  RIFS 

12 

62 

11 

03 

S65F 

CPO  RE:  Planning  staffing  needs 

15 

76 

16 

04 

S65G 

CPO  RE:  Counseling  employees 

33 

57 

02 

-05 

S65H 

CPO  RE:  Advice  on  discpi  matters 

38 

49 

-03 

-09 

S65I 

CPO  RE:  AOH  performance  award  prog 

42 

42 

05 

-05 

»•  Decimal  points  omitted 


Table  S-F 


Rotated  Factor  Loadings  of  Iteos  Involving  Undarstandlng  Job  ParMOters: 
Employee  Perfonwioe  (Supervisory  Quastlonnalre) 


Item 

Ho. 

Abbreviated  Item  Content 

F-1 

Factor** 

F-II  F-III 

S8 

Understand  how  subord  grades  are  set 

16 

45 

-01 

SQ12 

I  understand  ey  organizations  mission 

06 

43 

11 

SQ17 

Assgnments  S  trng  pr^  me  for  advancement 

19 

46 

03 

SI 

Abilities  of  subordinates  well  utilized 

41 

25 

16 

S16 

Subord  trng  laproves  Job  performance 

43 

23 

00 

S18 

Good  enp  ideas  re:  wrk  methods/proc 

54 

10 

07 

S23 

Eapi  take  sick  leave  only  as  needed 

42 

07 

35 

S31 

Workload  allows  time  to  guide  subord 

19 

18 

05 

S39 

People  whose  perf  hurt  by  drugs/a Ico* 

09 

07 

66 

*  Item  was  reflected 
**  Decimal  points  omitted 


3-29 


Tdila  S-« 


Routed  Factor  Loadings  of  Itees  Involving  NanageMit/Unioo  Relationhips 
(SufMTvisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

6-1 

Factor** 

6-II 

S63A 

Ngmnt  &  union  vork  cooperatively 

74 

03 

S63B 

Need  more  info  on  pers  pol  re:  unions* 

19 

82 

S63C 

Ngmnt  considers  supv  views  re:  unions 

58 

14 

S630 

I  have  good  Norking  rel  w/  union  rep 

53 

10 

S63E 

I  need  more  trng  in  union  rel* 

12 

81 

S63F 

CPO  gives  good  advice  re:  unions 

51 

20 

*  Item  Mas  reflected 
**  Decimal  points  omitted 


B-3U 


Table  S-« 


Rotated  Factor  Loadings  of  Itaas  Involving  Sifiport  and  Rutborlty  Given  Sigwrvlsor 
(SigMTvIsory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

H-I 

H-II 

H-III 

H-V 

H-VI 

H-VII 

S2 

Enough  authority  to  fulfill  supv  duties 

-03 

26 

08 

65 

05 

03 

05 

S24 

Get  subordinates  training  when  needed 

-02 

07 

02 

37 

02 

38 

07 

S28 

Unclear  who  has  authority  here* 

-02 

16 

06 

61 

04 

07 

04 

S33 

Unit  gets  adequate  support  from  mgmnt 

-01 

10 

04 

69 

05 

10 

07 

S64A 

Authority  to  assign  work  to  subord 

24 

41 

36 

22 

-14 

00 

14 

S64B 

Authority  to  change  Job  descriptions 

10 

31 

52 

21 

28 

15 

06 

S64C 

Authority  to  make/rcmd  selections 

11 

37 

49 

23 

15 

13 

09 

S640 

Authority  to  set  standards  of  perf 

17 

40 

60 

19 

09 

10 

04 

S64E 

Authority  to  evaluate  performance 

31 

54 

36 

25 

-09 

01 

03 

S64F 

Authority  to  nominate  enpl  for  awards 

32 

39 

32 

29 

01 

20 

05 

S64G 

Authority  to  arrange  needed  training 

13 

27 

17 

24 

06 

88 

11 

S64H 

Authority  to  control  empl  absences 

24 

66 

04 

13 

13 

14 

08 

S64I 

Authority  to  approve  leave  requests 

47 

57 

12 

07 

05 

02 

10 

S64J 

Authority  to  take  disciplinary  action 

23 

69 

14 

25 

09 

07 

-(a 

S64K 

Authority  to  Inprove  substandard  perf 

19 

67 

17 

24 

08 

13 

03 

S64L 

Authority  to  chg  structure  of  unit 

05 

24 

20 

28 

63 

12 

09 

S64N 

Authority  to  get  needed  supplies/equip 

-04 

19 

06 

24 

04 

19 

66 

S641 

Has  resp  to  assign  work 

45 

13 

30 

00 

-10 

-03 

16 

S642 

Has  resp  to  chg  Job  description 

34 

06 

50 

-04 

31 

05 

03 

S643 

Has  resp  to  rec  sel  of  empl 

36 

05 

47 

-04 

20 

04 

10 

S644 

Has  resp  to  set  work  standards 

46 

03 

53 

-03 

11 

01 

01 

S645 

Has  resp  to  eval  work  performance 

74 

15 

28 

02 

-03 

-04 

-02 

S646 

Has  resp  to  nom  empl  for  awards 

81 

09 

26 

03 

03 

08 

-01 

S647 

Has  resp  to  arrange  for  training 

54 

05 

23 

-04 

10 

29 

10 

S648 

Has  resp  to  control  for  absences 

71 

29 

-04 

-01 

17 

08 

07 

S649 

Has  resp  to  approve  leave 

76 

28 

04 

-02 

10 

-02 

08 

S6410 

Has  resp  to  take  disc  action 

71 

24 

10 

02 

11 

-03 

-03 

S6411 

Has  resp  to  Improve  perf 

71 

15 

14 

00 

11 

06 

04 

S6412 

Has  resp  to  chg  org  structure 

24 

00 

20 

-02 

72 

-02 

06 

S6413 

Has  rep  to  get  needed  supplies/equip 

14 

-02 

08 

01 

08 

-01 

66 

*  Item  was  reflected. 

**  Decimal  points  omitted. 


B-31 


T«b1e  S-1 


Rotatad  Factor  Loadings  of  Iteas  Inralving  Rotantioa/Caraar  Plans;  Job  Satisfaction;  &p1oa«o/llBnngaHBnt 
Rolationships;  Evaluation  of  Unit  Porforauica;  Nuagaamt  Cara  and  Conoam  for  Ejployaas 
(Su|>arvisory  QuastionnBire) 


Factor** 


Item 

No. 

Abbreviated  Itea  Content 

I-I 

l-II 

I-IIl 

1-IV 

I-V 

1-VI 

S45 

I  plan  to  remain  with  Army  till  retireaant 

20 

15 

12 

13 

06 

-19 

SQ5A 

Leave  current  Job  for  other  work 

-26 

04 

.05 

-11 

-05 

64 

SQ5B 

Leave  current  Job  for  other  agency 

-28 

-01 

>03 

04 

-08 

76 

SQ5C 

Leave  current  Job  for  more  gr^h  pot 

-20 

-01 

00 

-01 

-09 

55 

SQSD 

Lea'^  current  Job  for  outside  govt 

-18 

-03 

>04 

-12 

37 

SQ5E 

Leave  Job  for  outside  govt  at  more  pay 

-17 

-03 

4)2 

-15 

-04 

13 

SQ26 

Recaad  a  career  w/  Federal  govt 

24 

05 

03 

82 

03 

-03 

SQ27 

Recamd  a  career  w/  the  Araiy 

25 

05 

03 

75 

05 

-07 

sq28 

Recaad  a  career  in  this  organization 

50 

02 

04 

55 

05 

-18 

S27 

All  in  all,  I  an  satisfied  with  Job 

46 

01 

05 

19 

06 

-24 

SQ2A 

Satisfaction  with  health  insurance 

06 

00 

08 

13 

-02 

01 

SQ2B 

Satisfaction  with  life  insurance 

05 

00 

30 

06 

02 

00 

SQ2C 

Satisfaction  with  retirement  plan 

10 

06 

43 

09 

07 

00 

sq2D 

Satisfaction  with  annual  leave 

08 

04 

89 

-01 

05 

-04 

SQ2E 

Satisfaction  with  sick  leave 

08 

02 

86 

04 

03 

-05 

SQ2F 

Satisfaction  with  pay 

16 

05 

27 

26 

05 

04 

sq3A 

Importance  o'  health  Insurance 

-01 

33 

18 

01 

07 

03 

sq3B 

ImiMrtance  of  life  insurance 

01 

42 

07 

10 

02 

06 

SQ3C 

Importance  of  retirement  plan 

02 

50 

11 

-01 

03 

00 

sq3o 

Importance  of  annual  leave 

00 

78 

-06 

00 

-03 

-02 

SQ3E 

Inportance  of  sick  leave 

-01 

82 

-05 

01 

-02 

-03 

SQ3F 

Importance  of  pay 

00 

47 

-02 

-02 

02 

-01 

S19 

Work  I  supv  iaportant  to  Araiy  mission 

10 

11 

-02 

08 

01 

-04 

sqi3 

Work  I  do  supports  my  org  mission 

18 

07 

01 

02 

00 

01 

S9 

Job  makes  good  use  of  my  abilities 

38 

05 

03 

09 

07 

-12 

S17 

i  find  my  work  challenging 

27 

01 

01 

12 

06 

-10 

S22 

Adq  trained/prep  to  be  a  supervisor 

21 

04 

06 

01 

22 

-09 

sq22 

1  would  rather  not  be  a  supervisor* 

15 

-05 

03 

20 

07 

-15 

S36 

Info  thru  offcl  channels  accurate 

51 

00 

08 

05 

15 

-05 

S48 

Superiors  understand  unit  capabilities 

65 

05 

04 

05 

13 

-11 

S57 

I  feel  trapped  between  enpl  and  mgnnt* 

45 

-08 

05 

08 

12 

-16 

S60 

I  get  info  needed  to  do  my  Job 

57 

00 

06 

07 

21 

-11 

SQIO 

I  have  a  written  IDP 

30 

00 

05 

02 

59 

-04 

SQll 

Got  trng  Indicated  on  lOP  over  last  year 

33 

02 

04 

05 

59 

-08 

SQ29 

Management  is  competent 

79 

00 

05 

19 

05 

-10 

SQ32 

Mgmnt  makes  timely  decisions 

77 

03 

02 

14 

07 

-06 

SQ36 

H^t  keeps  employees  informed 

79 

03 

01 

08 

14 

-05 

S29 

Feel  free  to  go  to  supv  w/  ques/prob 

47 

04 

03 

00 

17 

-09 

S54 

My  supv  keeps  me  informed 

59 

01 

01 

01 

26 

-05 

SQ8 

Supv  helps  get  me  trng  &  exp  I  need 

47 

03 

05 

03 

55 

-11 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  yr 

42 

03 

03 

07 

61 

-08 

sqi9 

Supv  is  technically  conpetent 

52 

03 

03 

03 

16 

-05 

SQ20 

Supv  competent  in  people  skills 

57 

01 

02 

06 

17 

-06 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

33 

-01 

-01 

00 

08 

-12 

SQ18 

Supv  interest  in  enployra  welfare 

59 

00 

02 

06 

24 

-10 

S47 

My  organization  is  well  run 

62 

01 

05 

09 

09 

-14 

S21 

M^t  concerned  about  civilian  empl 

57 

02 

06 

20 

17 

-10 

SQ31 

Mmt  treats  empl  w/  respect 

81 

00 

04 

15 

07 

-13 

SQ35  Nr*nt  listens  to  enpl  at  ny  level 

*  Item  was  reflected 

79 

01 

06 

07 

08  -12 

(Continued) 

**  Oecinal  points  omitted 
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Table  S-I  (Continued) 

Rotated  FMtor  Loadings  of  Itens  Inwolving  Retantion/CKreer  Plans;  Job  Satisfaction;  ^tayee/Nanagomt 
Relationships;  Evaluation  of  Unit  Perfornance;  Wanageaant  Care  and  Concern  for  B^loyees 
(Sigiervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

I-VII 

I-VIII 

,  asisd*. _ - 

I-IX  I-X 

I-XI 

S45 

I  plan  to  remain  with  Army  till  retirement 

23 

-01 

-02 

-30 

16 

SQ5A 

Leave  current  job  for  other  work 

-21 

-04 

04 

07 

-06 

SQ5B 

Leave  current  job  for  other  agency 

-12 

-07 

-01 

12 

01 

SQSC 

Leave  current  job  for  more  growth  pot 

05 

-03 

-03 

16 

-10 

sqso 

Leave  current  job  for  outside  govt 

-13 

-09 

00 

58 

09 

sqsE 

Leave  job  for  outside  govt  at  more  pay 

02 

-01 

-08 

82 

-06 

SQ26 

Recond  a  career  w/  Federal  govt 

12 

03 

18 

-13 

07 

SQ27 

Recnmd  a  career  w/  the  Anqy 

17 

02 

15 

-14 

02 

SQ28 

Recmnd  a  career  In  this  organization 

16 

06 

06 

-07 

13 

S27 

All  In  all,  I  am  satisfied  with  Job 

33 

07 

04 

-07 

37 

sq2A 

Satisfaction  with  health  Insurance 

05 

02 

69 

-01 

00 

SQ2B 

Satisfaction  with  life  Insurance 

08 

04 

55 

-02 

-02 

sq2C 

Satisfaction  with  retirement  plan 

03 

-06 

43 

-10 

10 

sq2D 

Satisfaction  with  annual  leave 

02 

04 

11 

-03 

01 

sq2£ 

Satisfaction  with  sick  leave 

02 

03 

13 

01 

-01 

SQ2F 

Satisfaction  with  pay 

-11 

-01 

38 

-17 

21 

sq3A 

Importance  of  health  Insurance 

-01 

00 

-36 

-04 

06 

SQ38 

Importance  of  life  Insurance 

01 

-02 

-16 

06 

12 

SQ3C 

Importance  of  retirement  plan 

10 

00 

-18 

-11 

-02 

SQ30 

Importance  of  annual  leave 

-02 

03 

22 

03 

01 

sq3E 

Importance  of  sick  leave 

-05 

02 

16 

-04 

03 

SQ^ 

Importance  of  pay 

11 

00 

-02 

06 

-07 

S19 

Work  I  supv  Important  to  Anqy  mission 

54 

04 

03 

-04 

13 

SQ13 

Work  I  do  supports  my  org  mission 

54 

05 

03 

-01 

00 

S9 

Job  makes  good  use  of  my  abilities 

33 

07 

05 

-02 

56 

S17 

I  find  my  work  challenging 

39 

11 

-01 

00 

44 

S22 

Adq  trained/prep  to  be  a  supervisor 

31 

-07 

06 

-07 

05 

sq22 

I  would  rather  not  be  a  supervisor* 

33 

01 

-01 

00 

00 

S36 

Info  thru  offcl  channels  accurate 

08 

01 

05 

-08 

08 

S48 

Superiors  understand  unit  capabilities 

12 

22 

02 

-10 

08 

S57 

I  feel  trapped  between  empi  and  mgmnt* 

16 

02 

05 

-04 

08 

S60 

I  get  Info  needed  to  do  my  Job 

18 

03 

07 

-06 

15 

SQIO 

1  have  a  written  IDP 

08 

07 

-05 

00 

00 

SQll 

Got  trng  indicated  on  IDP  over  last  year 

04 

04 

01 

01 

01 

SQ29 

Management  Is  competent 

13 

12 

03 

-03 

01 

SQ32 

Mgmnt  makes  timely  decisions 

06 

02 

03 

-06 

-03 

SQ36 

M^t  keeps  employees  Informed 

08 

04 

03 

-07 

-02 

S29 

Feel  free  to  go  to  supv  w/  ques/prob 

18 

40 

-02 

-05 

09 

S54 

My  supv  keeps  me  Informed 

06 

37 

05 

-08 

12 

sq8 

Supv  helps  get  me  trng  &  exp  I  need 

06 

31 

01 

-05 

08 

sq9 

Supv  &  I  discuss  trng/dev  needs  once  yr 

03 

31 

01 

-03 

06 

SQ19 

Supv  Is  technically  competent 

03 

56 

01 

-03 

02 

sq20 

Supv  competent  In  people  skills 

05 

59 

03 

-02 

03 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

02 

09 

02 

-04 

05 

sqi8 

Supv  Interest  in  employee  welfare 

05 

58 

03 

-03 

05 

S47 

My  organization  Is  well  run 

26 

03 

03 

-05 

14 

S21 

M^t  concerned  about  civilian  empl 

08 

00 

07 

-09 

12 

SQ31 

M^t  treats  empl  w/  respect 

09 

09 

02 

-01 

02 

Sq35 

Mgmnt  listens  to  empl  at  my  level 

10 

08 

01 

-03 

00 

*  Item  was  reflected 
**  Decimal  points  omitted 
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Table  S-J 


Rotated  Factor  Loadings  of  Itaas  Involving  Evaluation  of  CFO  Services;  Selection; 
GrIevances/DlscriBlnatlon;  Perfdraance  R|i^1sa1s;  FroaBtlon  (Supervisory  Questlomlre) 


Item 

No. 

Abbreviated  Item  Content 

J-I 

J-II 

J-III 

J-IV 

J-V 

S43 

Info  on  pers  prog  from  CPO  helpful 

57 

18 

06 

10 

29 

S44 

CPO  understands  unit  mission,  oper 

60 

21 

06 

23 

23 

S46 

CPO  refers  candidates  promptly 

58 

14 

01 

14 

10 

S56 

CPO  treats  people  courteously 

59 

12 

08 

05 

11 

S62 

CPO  Informs  supv  re:  pers  changes 

62 

14 

06 

06 

20 

SQ48 

Job  desc  responsibility  of  pers  office 

-03 

-04 

-27 

04 

10 

S6 

Sat  w/  gual  of  those  referred  for  vacancy 

22 

09 

03 

06 

09 

S58 

Those  referred  are  usually  qualified 

30 

19 

04 

09 

08 

S42 

H.H.P.  helps  me  hire  the  best  qualified 

28 

30 

02 

05 

27 

S65A 

CPO  re:  filling  jobs 

64 

12 

07 

23 

01 

S658 

CPO  re:  arranging  training 

45 

14 

12 

21 

05 

S6SC 

CPO  re:  grading  jobs 

49 

22 

07 

34 

02 

S650 

CPO  re:  advice  on  reorganization 

25 

09 

69 

68 

04 

S65E 

CPO  re:  handling  RIFS 

18 

04 

05 

60 

12 

S65F 

CPO  re:  planning  staffing  needs 

23 

09 

09 

74 

09 

S65G 

CPO  re:  counseling  employees 

26 

09 

07 

40 

14 

S65H 

CPO  re:  advice  on  discpi  matters 

28 

09 

09 

26 

13 

S65I 

CPO  re:  adm  performance  award  prog 

37 

13 

16 

25 

15 

SQ6 

Understand  how  perf  appraisal  sys  works 

12 

09 

43 

01 

13 

SQ7 

Helped  devel  my  performance  standards 

06 

17 

39 

07 

04 

SQ14 

Perf  std  help  me  understand  expectations 

11 

13 

20 

04 

54 

sq38 

Consider  org  goals  In  devel  perf  stds 

07 

03 

67 

06 

14 

sq39 

Hy  enp  participates  In  devel  perf  stds 

05 

07 

68 

06 

-01 

$040 

Discuss  perf  stds  at  beginning  of  period 

01 

01 

68 

09 

19 

SQ41 

Counsel  enp  Immediately  at  poor  perf 

02 

-03 

48 

10 

25 

S3 

P.A.S.  helps  Improve  empi  performance 

18 

15 

13 

07 

55 

514 

I.A.P.  good  way  to  motivate  eiqployees 

14 

16 

11 

04 

47 

sqi 

Last  written  perf  appraisal  reivd 

01 

00 

09 

03 

-08 

$023 

I  rcve  an  award  If  perf  especially  well 

10 

34 

10 

09 

36 

$024 

Medal  as  Important  as  cash  award 

08 

02 

01 

06 

18 

$034 

Ngmnt  rewards  Innovative  empi 

20 

43 

10 

11 

39 

$30 

I  am  satisfied  w/  chances  for  prom 

17 

45 

-01 

12 

24 

$25 

Job  placement/prom  are  unfair  here* 

22 

62 

08 

07 

06 

$35 

Best  qual  people  sel  for  prom  here 

21 

77 

07 

05 

09 

$10 

Equal  chance  to  compete  for  prom  here 

19 

70 

12 

07 

'0 

$38 

Top  mgmnt  supports  EEO 

14 

36 

11 

01 

20 

$49 

Age  will  not  affect  prom  chances 

13 

43 

06 

06 

17 

$50 

Women  get  pref  treatment  In  prom* 

06 

20 

03 

-01 

19 

$51 

Men  get  pref  treatment  In  prom* 

03 

12 

07 

04 

-03 

$52 

Minorities  get  pref  treatment  In  prom* 

12 

10 

03 

00 

11 

$53 

Non-minorities  pref  treatment  In  prom* 

01 

15 

10 

04 

-03 

(Continued) 


*  Item  was  reflected 
*•  Decimal  points  omitted 
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Table  S-J  (Continued) 


Rotated  Factor  Loadings  of  Item  Involving  Evaluation  of  CFO  Services;  Selection; 
Grievanoes/Dlscrtalnatlon;  Perfonance  Ap^lsals;  Pnaatlon  (Supervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

J-VI 

J-VI  I 

J-VI I I 

J-IX 

J-X 

S43 

Info  on  pers  prog  from  CPO  helpful 

15 

06 

06 

07 

-04 

S44 

CPO  understands  unit  mission,  oper 

11 

10 

00 

03 

-04 

S46 

CPO  refers  candidates  pronptly 

22 

02 

01 

-04 

05 

S56 

CPO  treats  people  courteously 

04 

04 

08 

10 

-04 

S62 

CPO  Informs  supv  re:  pers  changes 

08 

02 

05 

13 

02 

SQ48 

Job  desc  responsibility  of  pers  office 

00 

-01 

-08 

-06 

-04 

S6 

Sat  w/  qual  of  those  referred  for  vacancy 

78 

02 

00 

01 

01 

S58 

Those  referred  are  usually  qualified 

69 

04 

01 

02 

05 

S42 

H.N.P.  helps  me  hire  the  best  qualified 

44 

06 

-01 

05 

02 

S65A 

CPO  re:  filling  jobs 

21 

03 

01 

08 

14 

S65B 

CPO  re:  arranging  training 

06 

01 

-03 

23 

18 

S65C 

CPO  re:  grading  jobs 

09 

10 

00 

10 

11 

S650 

CPO  re:  advice  on  reorganizations 

02 

00 

04 

12 

08 

S65E 

CPO  re:  handling  RIFS 

06 

-05 

05 

12 

-01 

S65F 

CPO  re:  planning  staffing  needs 

08 

02 

04 

12 

04 

S65G 

CPO  re:  counseling  employees 

04 

06 

02 

54 

-01 

S65H 

CPO  re:  advice  on  discpi  matters 

-01 

05 

06 

70 

01 

S65I 

CPO  re:  adm  performance  award  prog 

02 

03 

03 

31 

20 

sqe 

Understand  how  perf  appraisal  sys  works 

01 

04 

-01 

13 

11 

SQ7 

Helped  devel  my  performnce  standard 

05 

00 

01 

11 

28 

SQ14 

Perf  std  help  me  understand  expectations 

03 

03 

03 

07 

13 

SQ38 

Consider  org  goals  In  devel  perf  stds 

-02 

03 

04 

00 

01 

SQ39 

My  enp  participates  In  devel  perf  stds 

07 

-01 

-01 

-02 

07 

SQ40 

Discuss  perf  stds  at  beginning  of  period 

00 

00 

07 

-04 

-10 

SQ41 

Counsel  emp  Innedlately  at  poor  perf 

-01 

02 

08 

01 

-12 

S3 

P.A.S.  helps  Improve  empl  performance 

09 

07 

-03 

06 

03 

S14 

I.A.P.  good  way  to  motivate  employees 

06 

09 

-02 

05 

06 

SQl 

Last  written  perf  appraisal  recvd 

02 

-04 

-03 

11 

08 

sq23 

I  rcve  an  award  If  perf  especially  well 

03 

04 

07 

03 

52 

SQ24 

Medal  as  Important  as  cash  award 

04 

05 

00 

00 

00 

SQ34 

Mgmnt  rewards  innovative  enpl 

09 

06 

13 

04 

47 

S30 

I  am  satisfied  w/  chances  for  prom 

10 

05 

06 

00 

11 

S25 

Job  placement/prom  are  unfair  here* 

09 

13 

12 

06 

10 

S35 

Best  qual  people  sel  for  prom  here 

14 

13 

08 

05 

05 

SIO 

Equal  chance  to  compete  for  prom  here 

10 

05 

09 

04 

03 

S38 

Top  mgmnt  supports  EEO 

02 

-09 

34 

10 

10 

S49 

Age  will  not  affect  prom  chances 

02 

14 

32 

03 

02 

S50 

Women  get  pref  treatment  In  prom* 

02 

52 

04 

04 

-02 

S51 

Men  get  pref  treatment  In  prom* 

01 

10 

67 

00 

05 

S52 

Minorities  get  pref  treatment  In  prom* 

06 

95 

-01 

00 

06 

S53 

Non-minorities  pref  treatment  In  prom* 

-01 

-07 

68 

00 

-03 

•  Item  was  reflected 
**  Decimal  points  omitted 


b-3b 


T^le  S-X 

Rotated  Factor  Loadings  of  Iteas  Involving  Lack  of  Barriers  to  Effective  Perfomnce;  Organliatlomi  Cltaate; 
Hllltary/CIvlllan  Relationships  (Supervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

X-I 

K-II 

t^acior**' 

K-III  K-IV 

K-V 

K-VI 

S8 

Understand  how  subord  grades  are  set 

07 

12 

07 

13 

02 

39 

SQ12 

I  understand  my  organizations  missions 

05 

-05 

12 

28 

05 

28 

SQ17 

Assgnmnts  &  trng  prep  me  for  advancement 

21 

05 

15 

30 

02 

36 

SI 

Abilities  of  subordinates  well  utilized 

14 

06 

34 

08 

28 

23 

S16 

Subord  trng  inproves  Job  performance 

18 

-03 

12 

-04 

25 

43 

SIS 

Good  espi  ideas  re:  work  methods/proc 

09 

-06 

20 

-03 

36 

30 

S23 

Enpl  take  sick  leave  only  as  neeM 

09 

05 

20 

05 

50 

08 

S31 

Workload  allows  time  to  guide  subord 

IS 

71 

15 

-01 

05 

14 

S39 

People  whose  perf  hurt  by  drugs/a Ico* 

-02 

02 

09 

12 

36 

-01 

S4 

Too  much  red  tape  in  being  a  supervisor* 

17 

45 

00 

25 

23 

07 

Sll 

Info  thru  official  channels  often  late* 

35 

23 

-04 

19 

12 

07 

S15 

Not  engh  people  to  get  work  done  here* 

07 

46 

06 

08 

-03 

-11 

S20 

Easier  to  Ignore  infractions* 

13 

17 

00 

10 

31 

11 

S61 

Hands  tied  when  disciplining  employees* 

21 

20 

05 

31 

40 

08 

SQ15 

Can  do  nothing  if  disagree  w/  perf  std* 

17 

12 

07 

55 

12 

09 

SQ16 

Career  damaged  if  try  &  fail  something  new* 

15 

14 

06 

48 

09 

05 

sq42 

Not  engh  time  for  perf  mgmnt  resp* 

09 

73 

06 

08 

10 

10 

SQ49 

Red  tape  makes  it  diff  to  get  enpl  rec* 

23 

24 

-07 

33 

21 

17 

S12 

Host  subordinates  like  working  here 

20 

12 

75 

09 

20 

15 

S13 

Sugg,  prog  inproves  efficiency  here 

34 

10 

05 

01 

10 

14 

S59 

Those  working  for  me  are  satisfied  w/  job 

20 

14 

69 

07 

22 

18 

SQ30 

Work  groups  cooperate  w/  each  other 

55 

11 

25 

24 

15 

11 

SQ33 

Sense  of  team  spirit,  family 

60 

10 

31 

28 

10 

13 

S32 

Good  working  rel  between  civ  &  mi)  here 

60 

08 

15 

09 

08 

08 

SQ4 

Type  of  people  daily  work  with 

15 

03 

-01 

-13 

-09 

-01 

SQ37 

Civilians  made  to  feel  Important 

76 

12 

08 

17 

06 

12 

*  Item  was  reflected 
**  Decimal  points  omitted 


3-30 


r 


Table  S-L 

Rotated  Factor  Loadings  of  Iteas  Iiwotving  Understanding  Job  Paraaeters;  Eipiqyee  Perforaroce;  Employee/ 
Nanageaent  Relationships;  Leadership;  Evaluation  of  Unit  Perfuraanoe;  Nanageaent  Care  and  Concern  for 
Ea|>lQ^es  (Supervisory  Questionnaire) 

Factor” 


No. 

Abbreviated  Item  Content 

L-I 

L-I  I 

L-IIl 

L-IV 

L-V 

L-WI 

S36 

Info  thru  offcl  channels  accurate 

53 

-01 

08 

06 

04 

10 

S48 

Superiors  understand  unit  capabilities 

72 

01 

02 

16 

-01 

12 

S57 

I  feel  trapped  between  eiqpl  and  agant* 

51 

-02 

16 

02 

00 

19 

S60 

I  get  info  needed  to  do  ay  Job 

63 

03 

10 

10 

02 

17 

SQIO 

I  have  a  written  lOP 

30 

06 

03 

47 

03 

16 

SQll 

Got  trng  indicated  on  IDP  over  last  year 

31 

02 

04 

47 

-02 

11 

SQ29 

Management  is  competent 

79 

-01 

05 

09 

06 

11 

SQ32 

Mgmnt  makes  timely  decisions 

75 

00 

05 

06 

00 

06 

sq36 

M^t  keeps  employees  informed 

77 

-02 

11 

13 

07 

03 

S29 

Feel  free  to  go  to  supv  w/  ques/prob 

54 

02 

13 

34 

03 

06 

S54 

My  supv  keeps  me  informed 

64 

00 

08 

40 

01 

01 

SQ8 

Supv  helps  get  me  trng  &  exp  I  need 

50 

00 

07 

61 

03 

10 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  yr 

45 

00 

03 

65 

02 

10 

SQ19 

Supv  is  technically  competent 

56 

-01 

07 

45 

04 

01 

SQ20 

Supv  coopetent  in  people  skills 

61 

-01 

10 

48 

05 

01 

SQ21 

Supv  makes  decisions  I  (sh)could  make* 

35 

-02 

18 

10 

04 

02 

SQ18 

Supv  interest  in  employe  welfare 

64 

-03 

11 

54 

06 

01 

S47 

My  organization  is  well  run 

67 

01 

04 

03 

02 

26 

S21 

N^t  concerned  about  civilian  empi 

61 

00 

01 

09 

03 

12 

SQ31 

M^t  treats  empl  w/  respect 

80 

00 

09 

11 

06 

08 

SQ35 

Mgmnt  listens  to  empl  at  ny  level 

78 

-01 

12 

10 

08 

05 

S8 

Understand  how  subord  grades  are  set 

21 

06 

00 

03 

02 

24 

sqi2 

I  understand  ny  organizations  mission 

27 

02 

01 

02 

06 

18 

SQ17 

Assgnmnts  &  trng  prep  me  for  advancement 

34 

02 

04 

23 

01 

21 

SI 

Abilities  of  subordinates  well  utilized 

27 

02 

10 

-01 

06 

45 

S16 

Subord  trng  improves  Job  performance 

18 

02 

01 

07 

02 

40 

S18 

Good  empl  ideas  re:  work  methods/proc 

07 

02 

04 

08 

02 

49 

S23 

Empl  take  sick  leave  only  as  needed 

16 

00 

14 

04 

01 

46 

S31 

Workload  allows  time  to  guide  subord 

29 

-03 

02 

02 

-11 

18 

S39 

People  whose  perf  hurt  by  drugs/alco* 

06 

01 

11 

01 

09 

27 

S2 

Enough  authority  to  fulfill  supv  duties 

59 

00 

21 

09 

05 

23 

S24 

Get  subordinates  training  when  needed 

28 

00 

06 

18 

02 

19 

S28 

Unclear  who  has  authority  here* 

59 

01 

15 

05 

04 

10 

S33 

Unit  gets  adequate  support  from  mgmnt 

73 

03 

06 

03 

03 

12 

S64A 

Authority  to  assign  work  to  subord 

21 

19 

36 

09 

18 

05 

(Continued) 

*  Item  was  reflected 
**  Decimal  points  omitted 
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Table  S-L  (Continued) 


Rotated  Factor  Loadinn  of  Itens  Involving  IMerstanding  Job  Parweters;  Ei^loyae  Perfbraanoe;  Eaplojm/ 
Nanagomit  Itelatlonsbips;  Leadership;  Evaluation  of  Unit  Perforaance;  Hanagewent  Care  and  Conoem  for 
Gqilqyees  (Supervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

L-VII 

L-VII I 

Factor** 

L-IX  L-X 

L-XI 

L-XH 

S36 

Info  thru  offcl  channels  accurate 

01 

15 

04 

-04 

02 

-04 

S48 

Superiors  understand  unit  capabilities 

-02 

-02 

02 

03 

00 

-08 

S57 

I  feel  trapped  between  empl  and  mgmnt* 

04 

11 

02 

02 

01 

-16 

S60 

I  get  Info  needed  to  do  lay  Job 

04 

13 

08 

05 

-01 

-16 

sqio 

I  have  a  written  lOP 

07 

21 

05 

-02 

00 

04 

SQll 

Got  trng  indicated  on  lOP  over  last  year 

05 

32 

03 

03 

-05 

05 

SQ29 

Hanagement  is  competent 

02 

-02 

00 

04 

-01 

18 

SQ32 

Hgmnt  makes  timely  decisions 

01 

08 

-01 

05 

-02 

30 

sq36 

M^t  keeps  employees  Informed 

01 

09 

02 

00 

00 

21 

S29 

Feel  free  to  go  to  supv  w/  ques/prob 

-04 

-14 

03 

03 

04 

-18 

S54 

Ny  supv  keeps  me  Informed 

-01 

-06 

04 

03 

04 

-09 

SQ8 

Supv  helps  get  me  trng  &  exp  I  need 

01 

17 

04 

04 

-04 

-02 

SQ9 

Supv  &  I  discuss  trng/dev  n^s  once  yr 

01 

12 

05 

00 

-03 

01 

SQ19 

Supv  Is  technically  competent 

-03 

-22 

-04 

05 

09 

-03 

SQ20 

Supv  competent  In  people  skills 

-02 

-22 

-03 

07 

12 

-03 

SQ2I 

Supv  makes  decisions  I  (sh)could  make* 

00 

04 

01 

04 

04 

-08 

sqi8 

Supv  interest  In  employee  welfare 

01 

-16 

-01 

03 

09 

-03 

S47 

Ny  organization  Is  well  run 

04 

04 

03 

05 

00 

-02 

S21 

H^t  concerned  about  civilian  empl 

06 

15 

-01 

02 

-05 

05 

SQ31 

H^t  treats  empl  w/  respect 

05 

02 

03 

06 

00 

24 

SQ35 

Mgmnt  listens  to  empl  at  iny  level 

02 

05 

03 

01 

-01 

17 

S8 

Understand  how  subord  grades  are  set 

07 

07 

04 

-01 

-05 

-10 

S012 

I  understand  niy  organizations  mission 

08 

00 

-01 

-02 

-02 

-05 

SQ17 

Assgnmnts  &  trng  prep  me  for  advancement 

10 

11 

03 

01 

-09 

02 

SI 

Abilities  of  subordinates  well  utilized 

04 

02 

03 

04 

04 

-11 

S16 

Subord  trng  Improves  job  performance 

00 

09 

02 

02 

-08 

11 

S18 

Good  empl  Ideas  re:  work  methods/proc 

03 

-02 

00 

03 

-07 

07 

S23 

Empl  take  sick  leave  only  as  needed 

00 

03 

00 

-01 

08 

-02 

S31 

Workload  allows  time  to  guide  subord 

02 

16 

01 

09 

-08 

-14 

S39 

People  whose  perf  hurt  by  drugs/alco* 

-04 

02 

00 

-01 

09 

-03 

S2 

Enough  authority  to  fulfill  supv  duties 

05 

01 

05 

04 

01 

-26 

S24 

Get  subordinates  training  when  needed 

-01 

48 

01 

06 

-02 

-01 

S28 

Unclear  who  has  authority  here* 

02 

09 

00 

02 

00 

-06 

S33 

Unit  gets  adequate  support  from  mgmnt 

01 

15 

01 

05 

00 

-06 

S64A 

Authority  to  assign  work  to  subord 

-01 

01 

75 

04 

01 

-07 

*  Item  was  reflected 
**  Decimal  points  omitted 
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Table  S-N 


Rotated  Factor  Loadings  of  Itees  Involving  NanageaHit  and  Sigiervlslon 
(Supervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

M-I 

Factor** 

M-II  M-III 

M-IV 

SQ29 

Management  Is  coeiMtent 

67 

39 

23 

11 

SQ31 

Ngmnt  treats  emp)  w/  respect 

70 

35 

26 

16 

SQ32 

Management  makes  timely  decisions 

70 

28 

19 

16 

SQ35 

Mgmnt  listens  to  empi  at  iqy  level 

45 

36 

25 

16 

SQ36 

M^  keeps  enployees  Informed 

66 

33 

23 

21 

S21 

Mgmnt  concerned  about  civilian  enpl 

52 

17 

35 

21 

S36 

Info  thru  offcl  channels  accurate 

40 

21 

32 

14 

S47 

My  organization  Is  well  run 

57 

29 

24 

12 

S48 

Superiors  undrstd  unit  capabilities 

50 

46 

23 

17 

S60 

I  get  Info  nee^  to  do  my  Job 

46 

30 

23 

21 

S2 

Enough  authority  to  fulfill  supv  duties 

40 

38 

27 

13 

S28 

Unclear  who  has  authority  here* 

42 

31 

23 

10 

S33 

Unit  gets  adequate  support  from  mgmnt 

60 

28 

30 

16 

SQ18 

Supv  Interest  In  employee  welfare 

31 

74 

19 

29 

sqi9 

Supv  Is  technically  competent 

25 

67 

16 

21 

sq20 

Supv  competent  In  people  skills 

30 

73 

13 

21 

S29 

Feel  free  to  go  to  supv  w/  ques/prob 

27 

58 

18 

18 

S54 

My  supv  keeps  me  Informed 

35 

58 

20 

29 

SQ8 

Supv  helps  get  me  trng  &  exp  I  need 

25 

45 

21 

59 

SQ9 

Supv  &  I  discuss  trng/dev  needs  once  yr 

22 

42 

16 

66 

SQIO 

I  have  a  written  IDP 

17 

17 

14 

61 

SQll 

Got  trng  Indicated  on  lOP  over  last  yr 

21 

14 

16 

60 

SQ30 

Work  groups  cooperate  w/  each  other 

60 

15 

22 

15 

SQ33 

Sense  of  team  spirit  .  Family 

69 

24 

19 

17 

SQ37 

Civilians  made  to  feel  Important 

67 

11 

19 

23 

S32 

Good  working  rel  btwn  civ  &  mil  here 

49 

09 

20 

16 

S()23 

I  rcve  an  award  If  perf  especially  well 

33 

29 

28 

28 

Sq34 

Mgmnt  rewards  Innovative  empi 

58 

28 

34 

24 

SIO 

Equal  chance  to  compete  for  prom  here 

23 

11 

71 

14 

S25 

Job  placement/prom  are  unfair  here* 

24 

14 

64 

11 

S30 

I  am  satisfied  w7  chances  for  prom 

27 

25 

41 

18 

S35 

Best  qual  people  sel  for  prom  here 

28 

15 

74 

14 

S38 

Top  m^t  supports  EEO 

34 

19 

33 

14 

S49 

Age  will  not  affect  prom  chances 

23 

15 

44 

12 

*  Item  was  reflected 

**  Decimal  points  omitted 


Table  S-N 


Rotated  Factor  Loadings  of  Iteas  Involving  Understanding  Job  Paraaeters;  Lack  of  barriers  to 
Effective  Perforeance;  Oi^nlzatlonal  Cllaate  (Sivervisory  Questionnaire) 


Item 

No. 

Abbreviated  Item  Content 

N-I 

Factor** 

N-II  N-III 

N-IV 

S8 

Understand  how  subord  grades  are  set 

39 

08 

10 

02 

SQ12 

I  understand  in/  organizations  mission 

48 

05 

-01 

21 

S18 

Good  enpl  Ideas  re:  work  methods/proc 

20 

38 

-15 

05 

sqi7 

Assgnmnts  &  trng  prep  me  for  advancement 

47 

17 

11 

01 

Sll 

Info  thru  official  channels  often  late* 

18 

22 

44 

-09 

S39 

People  whose  perf  hurt  by  drugs/alco* 

06 

12 

06 

32 

S15 

Not  engh  people  to  get  work  done  here* 

00 

-02 

39 

-03 

S20 

Easier  to  Ignore  infractions* 

05 

40 

14 

13 

S61 

Hands  tied  when  disciplining  enployees* 

13 

43 

35 

28 

SQ49 

Red  tape  makes  It  diff  to  get  enpl  rec* 

26 

25 

39 

08 

S13 

Sugg  prog  laproves  efficiency  here 

10 

30 

17 

-14 

SQA 

Type  of  people  dally  work  with 

-04 

02 

07 

-22 

*  Item  was  reflected 
**  Decimal  points  omitted 
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Table  S-0 


Rotated  Factor  Loadings  of  Itees  Involving  Evaluation  of  CFO  Services;  Selection;  Perfdmmoe 
R|ipra1sal  (Supervisory  Questionnaire) 


Iten 

No.  Abbreviated  Iten  Content 


Factor** 

O-I  O-II  O-III 


$048 

Job  desc  responsibility  of  pars  office 

-32 

01 

02 

542 

N.H.P.  helps  me  hire  the  best  qualified 

06 

-01 

50 

S65I 

CPO  re:  adn  performance  award  prog 

20 

11 

47 

SQ6 

Understand  how  perf  appraisal  system  works 

59 

02 

18 

SQ7 

Helped  devel  performance  standards 

44 

09 

19 

SQl 

Last  written  perf  appraisal  recvd 

06 

78 

-03 

SQ24 

Medal  as  Important  as  cash  award 

02 

-04 

22 

**  Oecinal  points  omitted 
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Tible  S4> 


Routed  Factor  Loadings  of  Itees  Involving  ftetentlon/Garaer  Flans;  Job  Satisfaction;  Skill 
Utl  nation  (Supervisory  Questionnaire) 


Item 

Ik). 

Abbreviated  Item  Content 

_ 

P-I 

S45 

I  plan  to  remain  In  Army  till  retire 

29 

21 

SQ21 

Supv  makes  decisions  I  (sh)could  Mke* 

29 

06 

sqzc 

Satisfaction  w/  retirement  plan 

10 

57 

SQ2F 

Satisfaction  with  pay 

08 

68 

Sq22 

I  would  rather  not  be  a  supervisor* 

48 

00 

S22 

Adq  trained/prep  to  be  a  supervisor 

45 

09 

S57 

I  feel  trapp^  btwn  eapl  &  mgmnt* 

60 

12 

*  Item  was  reflected 
**  Decimal  points  omitted 
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